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Research conducted over the past decade has supported the belief 
that sex-role stereotyping exists in the organizational environment 
and reinforces the perception that "effective management" has a 
gender: masculine. 
According to authors cited in this research,a hypothetical 
masculine behavioral profile includes aggressiveness, competitiveness, 
precision, punctuality, forcefulness, ambitiousness, self-confidence, 
and a desire for responsibility and control. These behaviors are also 
included in a construct known as the Cardiac Prone Behavior Pattern 
(CPBP) or "Type A Behavior." The CPBP does not equal masculinity. 
viii 
per se, but it is suggested in this research that it serves as a 
vehicle for a woman to show, in part, that she is not so radically 
different from her male counterparts. 
It is hypothesized that managerial women will exhibit more Type A 
Behavior, as a group, than their male counterparts. In the general 
population, women exhibit significantly less Type A Behavior than men. 
The study was conducted at a New York City commercial bank 
utilizing 40 officers (20 male, 20 female). Assessment for the extent 
of Type A Behavior of each subject was acquired from the subjects' 
participation in the Structured Interview, a formal procedure used in 
previous studies of Type A Behavior. 
Results were in the predicted direction, i.e., women officers as 
a group exhibited more Type A Behavior than their male counterparts, 
but they were not statistically significant. Other findings which 
did prove highly significant included: a) Black/Hispanic managers 
were classified more as NOT A^ (A^ is the highest degree of Type A 
Behavior) and b) NOT A^ managers were more satisfied with their job 
level than A^ managers. 
A discussion is included which articulates the implications of 
the CPBP in the organizational context to employees' physiological 
and psychological health, and its moderating effect on managerial 
performance. The presence of Type A Behavior in the managerial 
population is substantial compared to the general population; these 
comparisons and their implications are further discussed. 
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CHAPTER I 
PURPOSE, NATURE AND SCOPE OF THIS RESEARCH 
The death rate from many major diseases has steadily and dramati¬ 
cally declined over the last 100 years, but this unfortunately has not 
been the case with heart attack and strokes. These two are responsible 
for an average of 600,000 deaths a year in the United States with women 
representing over 250,000 (Whittington, 1982). Medical and other evi¬ 
dence has been steadily accumulating to suggest that job-related stress 
is a major cause of both ailments (McQuade, 1973). 
The potentially lethal effects of prolonged occupational stress 
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and factors which contribute to the stress demand that all those 
involved in managing people consider this problem seriously. Heart 
attacks and stroke account for more than 50% of male adult deaths in 
the United States each year (Benson, 1974). Yet, coronary heart 
disease (CHD) is as deadly for women as for men; more American women 
die from it than from cancer and accidents combined (New York Heart 
Association, 1981). 
Numerous studies investigating stress differences and behavior 
patterns in males and females have noted a relationship between a spe¬ 
cific type of behavior pattern and the prevalence of coronary heart 
disease (Friedman and Rosenman, 1974; Chesney and Rosenman, 1980). 
Originally, Friedman and Rosenman isolated the two main types of 
behavior patterns: Type A and Type B. Type A behavior is character¬ 
ized by hard-driving, striving, time urgency, high achievement, devo- 
1 
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tion to work and a preoccupation with deadlines, along with abruptness 
of gesture and speech. Conversely, Type B behavior is characterized 
by the ability to relax without guilt, the absence of free-floating 
hostility and a sense of time urgency, and the relative absence of the 
behaviors associated with Type A individuals (Waldron, 1978; Zyzanski 
et al., 1978). 
Recently, research has indicated that work environments in our 
culture not only enhance, but also reward Type A behavior patterns 
(Chesney and Rosenman, 1980; Friedman, 1978; Davidson and Cooper, 
1980). Although CHD is twice as prevalent in men as in women, with 
more women entering managerial levels, it has been suggested that the 
incidence of CHD in women will increase (Chesney and Rosenman, 1980; 
Davidson and Cooper, 1980; Davidson and Cooper, 1980a). It has already 
been clearly substantiated that there is a higher incidence of Type A 
behavior among females in the workforce than among housewives, espe¬ 
cially among those who are not working purely due to financial pres¬ 
sures (Chesney and Rosenman, 1980). 
In our work-oriented society, Type A behavior has not been—and 
is not—perceived as a clinical problem; on the contrary, it is 
rewarded as the personification of the Western work ethic. This 
reinforcement has not only formed a logical basis for the rapid 
increase in CHD incidence in this century in acculturated societies 
(Rosenman and Chesney, 1980) but it may also indicate one way by which 
organizations reinforce the prescription for a "masculine" image in 
managers. 
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Masculinity and Management 
A body of literature, to be discussed in the forthcoming chapters, 
supports the belief of "effective management" being characterized as 
"masculine." There are also indications that Type A behavior is per¬ 
ceived as encompassing many male sex-role stereotypes. Therefore, if 
an effective manager is a "masculine" manager, then an effective 
female manager is predicted to show certain masculine behavior traits. 
The implication of this prediction is that one would expect to 
find a disproportionate number of female managers exhibiting Type A 
behavior characteristics. Should the prediction be supported—that 
is, more women managers exhibiting Type A behavior than their male 
counterparts—the implications for these women are cause for great 
concern. Type A women managers perceive higher stress levels than 
men or other non-A women managers; they perceive their ability to 
cope with stress as being less effective than their female peers and 
female superiors; they report more symptoms of anxiety, frustration, 
and irritation; Type A women smoke more cigarettes and drink more 
alcohol; as a group, they have been detected as having four times as 
much clinical CHD and a three- to seven-fold higher incidence of 
diastolic hypertension than their Type B counterparts. These dys¬ 
functions are discussed more fully in the next chapter. 
Women exhibiting Type A behavior may move up the organizational 
hierarchy faster than other women, yet the long-term costs of this 
criteria-for-success may become devastating. 
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A focus of this study is to synthesize two bodies of literature 
in an effort to determine whether an important link exists between 
sex-role stereotyping in organizations and Type A behavior. The most 
directly relevant literature is reviewed and a suggested reading list 
is also included in the appendix for those individuals concerned with 
learning more about the topics related to this study. 
Next, the description of and results from the endeavor to empiri¬ 
cally measure the relationship of women executives and Type A behavior 
are presented. Is there a relationship between the sex of a manager 
and the probability of that manager exhibiting Type A behavior? This 
study will assess the behavior pattern of male and female officers in 
the context of a moderate-sized urban commercial bank in an attempt to 
examine this problem. 
Finally, implications of the results are discussed and suggestions 
for relevant groups and future research are proposed. 
The nature of this research is not only topical but important to 
both women managers and human resources management professionals. The 
inability of an employee to manage work-related stress has been clearly 
shown to increase the direct expenses for medical and psychological 
care and, more indirectly, to reduce productivity (Albrecht, 1979). In 
recent years, the problem has been exacerbated by an increasing number 
of litigations being filed by stress-disabled employees against their 
employers (Lipton, 1981). More often than not, the employee wins. 
By any consideration, it does not pay to ignore substantiated 
stressors in the work environment which can be effectively removed or 
better managed. To this end, it is equally important to direct 
research towards articulating and substantiating further sources of 
stress which contribute to human dysfunction and a reduction in the 
productivity of the organization. This study will attempt to 
articulate a heretofore unrecognized phenomenon: the relationship 
between women executives and the Coronary Prone Behavior Pattern. 
Limitations and Weaknesses of Existing Research 
In the few studies which compare the effectiveness of various 
behaviors in the workplace, Terborg (1977) has raised questions con- 
cerning the samples, methodology and, specifically, the validity of 
laboratory studies to reproduce accurately the situational variables 
which affect on-the-job leader evaluations. Because of the situational 
variables, any field survey must be carefully controlled to isolate 
reactions that are due to sex alone. Further research has been called 
for (Terborg, 1977; Bartol, 1974), but the usefulness of current behav¬ 
ior categories to analyze the important aspects of leadership has also 
been questioned (Bartol, 1974), especially that of initiating structure 
(Petty and Miles, 1976). 
Furthermore, Terborg (1977) believes that "the repeated correla¬ 
tion of self-report predictors with self-report criteria must be 
discouraged. . . . More attention must be focused on the measurement 
of behaviors." (p. 658). 
Evidence of sex differences in personality, interests, and values 
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has been gathered. But how such general patterns of difference affect 
vocational choice and behavior, and how they are affected by the atti¬ 
tudes and advice of parents, counselors, and family is not clear 
(Brief, VanSell, and Aldag, 1979; Terborg, 1977). Did these women who 
succeeded in management careers before the days of affirmative action 
have personalities or other identifying characteristics particularly 
suited to business, or did they adapt to suit their male environment? 
The society that defined women’s work attitudes is changing rapidly, 
and more women are now consciously choosing business careers. 
This research attempts to address some of the limitations in 
two ways. First, as Terborg suggests, behaviors will be measured as 
opposed to data received from self-report instruments. Type A 
behavior will be assessed through observation by a trained evaluator. 
Second, a concerted effort was made to control for situational vari¬ 
ables in order to isolate the reactions (behaviors) that are due to 
sex alone. Men will be compared directly to women to determine 
whether there is disparity in the Type A behavior observed from each 
group. Further discussion of the strengths of this study will be 
found in Chapters III and IV. 
CHAPTER II 
THE CORONARY PRONE BEHAVIOR PATTERN ANT) SEX-ROLE STEREOTYPING: 
A LITERATURE REVIEW 
In a Conference Board survey (Shaefer and Lynton, 1979) represent 
atives of 265 large corporations described their experiences in improv 
ing job opportunities for women. The companies generally chose to 
increase the number of women employees by hiring individual newcomers 
rather than promoting women to supervisory positions or bringing in 
experienced women. Most new women employees were recruited from 
college campuses. Efforts were made to upgrade clerical workers, but 
such promotions demanded more careful selection than was necessary 
among college students, and it was believed that male colleagues would 
not accept them as easily. Federal legislation was listed as the most 
important motive for affirmative action, but commitment by top manage¬ 
ment and specific goals and timetables were also regarded as essential 
for success. It was thought that the main advantage of the programs 
was greater use of talent in the corporation, while the main disadvan¬ 
tage was male resentment and the feeling that reverse discrimination 
had occurred. 
Though it is still too early to judge whether current actions 
will bring more women into top management, the internal dynamics of 
the integration process are being questioned. There is some feeling 
that women have been promoted into dead-end positions (Cooney, 1978; 
Baron, 1977; Thackray, 1979). Legislation has begun to equalize the 
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formal structure of hiring, promotion, and pay, but truly successful 
integration can only be accomplished within the personal relationships 
that informally structure corporate politics. Personal influence and 
attributes may be even more significant to upward mobility than work 
performance, especially in the upper echelons of the corporation 
(Schuler, 1979). Even if performance evaluations become completely 
unbiased, women may not be promoted because the opportunity to develop 
personal power and influence has not been given to female organiza¬ 
tional competence. It may simply be due to the absence of the 
masculine character of business social habits. This informal network 
operates in terms of male camaraderie over lunch, at football games, 
and at other social occasions, as much as in the office (Schuler, 
1979). If a man's masculine identity is substantially invested in his 
management career, then an asexual redefinition of such careers can be 
personally as well as professionally threatening to him (Hennig and 
Jardim, 1977). 
The "masculinity" of management appears to be a pivotal issue 
regarding women, as a group, who are entering managerial hierarchies. 
It is equally as important when evaluating which women, specifically, 
are chosen in favor of others. 
Sex-role Stereotypes: Reactions to Women as Managers 
The active role of the organization begins with the application 
It is here that the action of stereotypes is so obvious; the process. 
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interaction is reduced to a structured relationship between two people 
in the case of an interview, or of one person and a resume. A study 
by Cohen and Bunker (1975) investigated the effect of occupational 
sex-typing on hiring practices. As expected, more women were recom¬ 
mended for feminine-type jobs and more men for traditionally masculine 
positions. Rosen and Jerdee (1974) found that men were preferred to 
women in hiring recommendations for executive positions, an effect 
which was exaggerated if the job specifically required aggressiveness 
or decisive behavior. Women were regarded as less technically and 
less likely to fit in and remain in the position. 
Three subsequent experiments designed to test for the effect 
which male—or female—applicant attractiveness has in an interview 
situation demonstrated a general preference for men. Two of these 
studies also varied the degree to which applicants were qualified for 
the job. Qualified men were preferred in both. In the first (Dipboye, 
Franklin, and Wiback, 1975), attractiveness proved advantageous for 
both sexes, while in the second (Dipboye, Arvey, and Terpstra, 1977) 
it was consistently useful only to men. A more recent study (Heilman 
and Saruwatari, 1979) added the variable of job type. Attractive 
women who applied for managerial positions were disadvantaged because 
they were regarded as more "feminine" and therefore less suited for 
the job; they were perceived as "obviously loving" but "unwanted," 
and having other inappropriate feminine traits. 
Physical differences in males and females are due in part to 
secondary sex characteristics such as body shape, stature, hair 
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texture, voice and facial hair and are used to characterize feminine 
and masculine traits (Guthrie, 1970, 1976). In fact, women are often 
placed on a feminine-masculine continuum based on these features with 
short, blond, long-haired, blue-eyed women at the more feminine end 
of the scale and tall, thin, dark, short-haired women at the more 
masculine end (Trivers, 1972). Guthrie (1976) suggested that men 
treat women differently and hold different expectations of them, 
based on differences in these features. "Feminine” women are often 
considered more fragile, helpless, and sexually attractive than 
"masculine" women. Recently, Wolff and Tarrand (1982) have found 
that men accept women wTith "masculine" features into traditionally 
male roles more readily than they do women with "feminine" features. 
That is, women in traditionally male jobs (including management) 
tended to be taller and thinner than average and tended to have short, 
dark hair. 
Simas and McCarrey (1979) tested for the effect which the eval¬ 
uator's personality has on the operation of stereotypes. Evaluators 
who were categorized as highly authoritarian did not rate women less 
favorably than did evaluators who were less authoritarian. However, 
highly authoritarian evaluators rated men more highly and preferred 
them in hiring recommendations. In previous studies, the sex of the 
evaluator did not significantly affect ratings of women. Dipboye, 
Franklin, and Wiback (1975) found similar patterns of differences in 
their evaluations. 
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Empirical research on discrimination in organizations has gener¬ 
ally concentrated on the sex-typing of management skills as masculine 
and the implications this has for women who are attempting to enter 
management positions. Generally accepted stereotypes of men charac¬ 
terize them as competent and inexpressive, unemotional, objective, 
logical, competitive, decisive, and unaware of people's feelings. 
Women are generally typed as incompetent and expressive, warmer, more 
sympathetic and concerned with people's feelings, but less sure of 
themselves, less competitive and less decisive (Larwood and Wood, 
1977). Historically, the first published report of the negative 
attitudes towards women managers, resulting from stereotypes, appeared 
in the 1965 Harvard Business Review (Bowman, Worthy, and Greyser, 
1965). 
The process of socialization which integrates newcomers into the 
organization is both more continuous and complex than the series of 
formal evaluations and decisions which describe career progress. The 
dynamics of a woman's reception by male co-workers have not been spe¬ 
cifically analyzed (Terborg, 1977), but a considerable amount of 
attention has been paid to performance evaluations. Rosen and Jerdee 
(1974a) found that women were treated less favorably than men in deci¬ 
sions concerning promotion, development, and supervisory ability. The 
amount of information given about each case seemed to affect the 
operation of stereotypes. If a specific decision was not clearly 
preferable, stereotypes tended to exert considerable influence. Hall 
and Hall (1976) found no sexual discrimination when incumbents of 
12 
demonstrated competence were evaluated. Stereotypes seemed to be used 
to supplement insufficient information. 
Terborg and Ilgen (1975) proposed theoretical models to articu¬ 
late the relationship between stereotyped expectations of women and 
resultant reward allocations or performance evaluations. One of 
these theoretical models, the equity theory, proposed that a woman 
whose performance was viewed as handicapped by involuntary con¬ 
straints—for example, lower aptitude for managerial skills—might 
be compensated by a higher reward if she produced adequately under 
these constraints. 
The mental processes by which a woman’s superior might discrimi¬ 
nate against her are being examined and correlated with reward allo¬ 
cations, but the differential impact of performance evaluations on 
women has not been demonstrated conclusively. 
Behavior and performance have been more closely connected in 
evaluations of women as leaders. Two constructs were developed in 
previous analyses of leadership and were identified as male-appropriate 
and female-appropriate behavior, in opposition to each other. These 
constructs were used to investigate attitudes toward sex-typed 
behavior among men and women leaders. Consideration is leader behavior 
which show concern for the comfort, status and contribution of 
followers—this has been identified as feminine. Initiating Structure 
is the extent to which a leader defines a role and communicates 
expectations to followers—this is assumed to be acceptable male 
behavior. Field studies have generally surveyed the attitudes 
of subordinates towards women leaders rather than the perceptions of 
these leaders’ supervisors (Bartol, 1980). Results proved to be 
mixed. One laboratory study (Bartol and Butterfield, 1976) and a 
field survey (Petty and Miles, 1976) found evidence that the expecta 
tions of subordinates were influenced by the sex role of leaders: 
they rated women leaders more positively for consideration, men 
leaders more positively for initiating structure. Petty and Lee 
(1975) discovered that reactions varied with the sex of subordinates 
Men reacted negatively to initiating structure when displayed by 
women supervisors while women acted positively. Consideration was 
significantly related to subordinate satisfaction for both sexes, 
but its lack was more negatively evaluated in women supervisors. 
Some other factors important in evaluations of women leaders 
have been discovered: Rose and Andiappan (1978) found that homoge¬ 
neous combinations of leader and subordinate sexes were regarded as 
more likely to succeed than mixed combinations. Methods of leader 
selection would seem to influence these evaluations. Subordinates 
tended to evaluate women leaders who were appointed arbitrarily 
because of their sex more negatively than those were chosen by merit 
or at random (Jacobson and Koch, 1977). 
Given the choice of assigning a challenging task to a man or 
woman who were equally competent, bank executives (men and women) 
tended to choose a member of their own sex (Mai-Dalton and Sullivan, 
1981). In the laboratory experiment, men preferred to assign a 
challenging task to a ’hypothetical’ man and a boring task to the 
female counterpart who possessed identical skills. Showing the 
same bias toward their own, women bank executives preferred the 
’hypothetical' women for the challenging job. 
Clark Kerr (1960) once wrote that "incumbents in the managerial 
hierarchy seek as new recruits those they can rely upon and trust. 
They demand that the newcomers be loyal, that they accept authority, 
and that they conform to a prescribed, pattern of behavior.11 (p. 68) 
(emphasis added). 
Unlike a more organic organizational design, where deviance, by 
definition, can be tolerated and even encouraged, those who run 
bureaucratic organizations often rely on outward manifestations to 
determine the "right sort of person." Kanter (1977) suggests that the 
bureaucracy utilizes this physical process because trust is unable to 
be based on mutual commitments and deep personal knowledge. Managers, 
here, tend to carefully guard their power and privilege for those who 
fit in, for those whom they consider "our kind." 
In attempting to explain this phenomenon, Kanter borrows the 
metaphor, "homosexual reproduction." Wilbert Moore (1962) was com¬ 
menting on this concept when he described it as a "bureaucratic 
kinship system" to describe the corporation—but a kinship system 
based on "homosexual reproduction," in which men reproduce themselves 
in their own image. 
"Because of the situation in which managers function, 
because of the position of managers in the corporate struc¬ 
ture, social similarity tends to become extremely important 
to them. The structure sets in motion forces leading to 
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the replication of managers as the same kind of social 
individuals. And the men who manage reproduce themselves 
in kind." (Ranter, p. 49) 
Uncertainty is unavoidable in any human organization and its 
presence therefore requires some degree of reliance on individual per¬ 
sons. This reliance must be maximized to counter the uncontrollable 
and often unpredictable reliance of certainty in the environments. As 
the organization operates with its cadence of continual uncertainty, 
each occurrence requires a decision; some one or group must decide 
what action to take. When there is human decision there is, by 
nature, personal discretion. 
"(Discretion) raises not technical but human, social 
and even communal questions: trust, and its origins in 
loyalty, commitment and mutual understanding based on the 
sharing of values. It is the uncertainty quotient in 
managerial work . . . that causes management to become so 
socially restricting: to develop tighter inner circles 
excluding social strangers; to keep control in the hands 
of socially homogenous peers; to stress conformity and 
insist upon a diffuse, unbounded loyalty; and to prefer 
ease of communication and thus social certainty over the 
strains of dealing with people who are 'different'." 
(Ranter, p. 49) 
Concerned about giving up control and broadcasting discretion in 
the organization, managers choose others who can be "trusted;" even¬ 
tually, as Ranter suggests, they simply reproduce themselves. 
Despite the sparsity of data supporting the operation of person¬ 
ality complementarity, the idea of opposites attracting is an appeal¬ 
ing one. It seems logical that attraction toward the opposite sex 
would be greatest to those least like oneself in masculinity-femininity. 
Nevertheless, Haywood (1965) showed that personality similarity holds 
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even in this instance. Lundy (1958) had male and female subjects fill 
out the masculinity-femininity (M-F) scale of the Minnesota Multiphasic 
Personality Inventory (MMPI) for self, ideal self, and then for posi¬ 
tive and negative sociometric choices of the same and opposite sexes. 
It was found that a liked person of either sex is perceived as more 
like oneself in masculinity-femininity than is a disliked person. 
Haywood proposed: 
"Males favor females with higher masculinity scores. 
This holds for judgments of the female’s intelligence, 
knowledge of current events, morality, adjustment, liking, 
and desirability as a working partner. Attitude investi¬ 
gations lead us to believe that subjects will give the 
most positive evaluation to strangers with similar M-F 
scores. . . . Another way of saying this is that boys are 
not familiar with the typical attitudes of girls, and 
therefore, base their judgments on expectations of familiar 
masculine responses. Instead of being attracted to others 
who have similar personality traits, subjects display 
positive evaluations toward others who display familiar or 
expected personality traits." (p* 64, emphasis added) 
Other recent research further suggests that people are often 
hired on the basis of their gender; the underlying motivation is not 
one of pure discrimination against one sex or the other but in terms 
of "fit." Rose and Andiappan (1978) indicated that male managers are 
hired more often if there are male subordinates, and women if there 
are female subordinates. Fit is thus seen as having something to do 
with unconsciously perceived comfort levels of subordinates; perhaps, 
they are better able to relate to someone of their own sex. 
Natasha Josefowitz (1979) asserts that "(if) the employer is 
hiring someone with whom s/he will be working, the tendency will be 
to look for someone with whom s/he will have a fair chance of getting 
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along, of communicating well, of sharing basic values in such matters 
as work ethics, standards of quality, imagination, precision, punctu¬ 
ality, dress codes, humor, politics, leisure, prejudices—the list is 
endless and so are the possible prejudices." In discussing what she 
refers to as the ’clonal effect,’ Dr. Josefowitz concludes that what¬ 
ever "the visible motivation for selection, the basic need is for a 
predictable ’other,’ . . . that ’other’ can only be someone familiar 
with us." (p. 23). 
The influence of sex role stereotypes, therefore, has been docu¬ 
mented by a number of researchers. Additionally, Rosenkrantz, Vogel, 
Bee, Broverman, and Broverman (1968) found that college students 
perceived men as more aggressive and independent than women, whereas 
women were seen as more gentle and quiet than men. Schein’s 1973 
study found a clear preference between the particular characteristics, 
traits, and attributes perceived of middle-line managers to be com¬ 
monly held by men in general than those believed to be commonly held 
by women in general. 
More important than the demonstration of sex-role stereotyping 
per se, Schein’s study also verified the potential of sex role stereo¬ 
typing to impact on perceptions of managerial ability and performance. 
Within both the sample of 300 middle-line male managers as well as a 
sample of 167 middle-line female managers, she found (1975) that both 
successful managers and men were perceived to possess the character¬ 
istics of leadership ability, competitiveness, self-confidence, objec¬ 
tivity, aggressiveness, forcefulness, being ambitious, and desirous of 
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responsibility. Women were not perceived as possessing these charac¬ 
teristics. In_ other words, for both male and female respondees to 
"think manager" meant to "think male." This finding was further 
underscored from research by Powell and Butterfield (1979). They 
found an overwhelming preference for a masculine manager; a highly 
significant number of subjects characterized a good manager in 
strongly masculine terms. Few subjects described a good manager in 
androgynous terms. According to Heilman and Hornstein (1982): 
"(occupations) of higher status . . . apparently are 
the province of men. They not only have fever women in 
the ranks, but are also thought to require an achievement- 
oriented aggressiveness that rarely is associated with 
women. . . . The sex-typing of jobs is very much a fact of 
life. Many jobs are seen as either predominantly masculine 
or predominantly feminine, entailing tasks that require 
skills and attributes associated primarily with one sex or 
the other. And, with few exceptions, the jobs that carry 
with them power, prestige, and authority in our culture are 
cast as male rather than female." (p. 204, emphasis not in 
original) 
Following these studies, other researchers have demonstrated the 
negative impact of sex-role stereotypical thinking on selection deci¬ 
sions. For example, Rosen and Jerdee (1974) found that respondees, 
when asked to make managerial selection decisions based on descrip¬ 
tions of applicants who differed only on the basis of sex, tended to 
make selection decisions in favor of males. Cohen and Bunker (1975), 
using a similar technique of research, found that males, compared to 
females, were more likely to be selected into a male-oriented posi¬ 
tion; however, females rather than males were more likely to be 
selected for a female-oriented position overall, these and other 
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studies have indicated that sex-role stereotyping has a definite and 
negative impact on the selection of women into managerial positions. 
The impact becomes particularly strong for women who do not possess 
"masculine" characteristics. 
Perhaps the factor that best determines what may be women's work 
is not the nature of the work performed nor the burden it may create 
mentally or physically, but rather the symbolic significance of the 
work and whether or not it is considered important, honorable, and 
desirable. The greater the social desirability of a type of work, 
the less likely it is that women are identified with it. All 
societies seem to prefer men in the jobs most valued. Even where 
women constitute a majority among personnel of an occupation, such as 
schoolteaching, librarianship, or textile work, men seem to have a 
disproportionately greater chance to be in the top administration of 
the field. This is true even in Soviet medicine where men, although 
a minority of the profession, hold the top professorships and hospital 
administration posts. 
In summary, research over the past decade has supported the 
belief that sex-role stereotyping exists in the organizational envi¬ 
ronment and reinforces the perception that effective management has a 
specific gender: male. In organizations where existing management is 
dominated by males, the research suggests that a woman can possess 
certain traits which might increase her chances of belonging to the 
management group: she could look more masculine than feminine and she 
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could behave more masculine than feminine. 
But what is considered "masculine" managerial behavior? Accord¬ 
ing to authors cited in this chapter the hypothetical masculine pro¬ 
file must include the behaviors of aggressiveness, competitiveness, 
precision, punctuality, forcefulness, ambitiousness, self-confidence, 
and a desire for responsibility and control. 
The Coronary Prone Behavior Pattern: Description 
Over the last half century or so, several observers have noted 
that certain work-related behaviors which typically involve unmiti¬ 
gated striving and job involvement characterize numerous patients 
with coronary heart disease (CHD) (Friedman, 1969). Sir William 
Osier’s early lectures on angina pectoris before the Royal College 
of Physicians of London in 1910 included some particularly colorful 
observations. Of the 268 angina cases he personally treated, 37 of 
these men were Jewish while 33 were fellow physicians (the extent 
of overlap was not specified). Osier described them as: 
"Living an intense life, absorbed in his work, devoted 
to his pleasures, passionately devoted to his home; the 
nervous energy of the Jew is taxed to the uttermost, and his 
system is subjected to that stress and strain which seems a 
basic factor of so many cases of angina pectoris." (p. 698) 
Osier was not content, however, to rely on stereotypical descrip¬ 
tions of ethnic or professional groups. He suggested, from a broader 
psychological perspective, that: 
21 
"It is not the delicate neurotic person who is prone 
to angina, but the robust, the vigorous in mind and body, 
the keen and ambitious man, the indicator of whose engines 
is always at ’full speed ahead'." (p. 839) 
Since Osier's observation, many years passed before several 
psychiatrists studied patients with CHD. The Meningers (1936) were 
among the first, observing that their patients with CHD exhibited 
strongly aggressive tendencies. Dunbar (1943) found them to be 
hard-driving and goal-directed individuals. Kemple (1945) astutely 
perceived that CHD patients were very ambitious and compulsively 
striving to achieve goals that incorporated power and prestige, but 
lacked subtle adaptive responses and sensitivity to nuances in their 
environment; they constantly depended upon achievements in daily 
living because of their inability to indulge in creative thought. 
Finally, corroborating Osier's observations, a British physician 
named Stewart correlated the sociocultural conditions prevailing in 
the 1950s with the increased rate of CHD. 
For the past two decades cardiologists Meyer Friedman and Ray 
Rosenman and their colleagues, working in a parallel direction of 
Osier, have more systematically described and studied what they have 
termed the Type A or Coronary-Prone Behavior Pattern. Type A may 
represent an intricate relationship of habits, goals, characteristic 
modes of striving and achievement motivation and personality traits, 
but essentially it is a behavior type. Type A's are overtly competi¬ 
tive, aggressive or even hostile, exceedingly demanding of self and 
others, and chronically restless, impatient and time conscious. 
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These individuals are seemingly never content unless battling multiple 
deadlines, obstacles, and harassments. For them, there are not enough 
hours in the day to get everything done. According to Friedman 
(1969), the Type A behavior pattern refers to: 
"a characteristic action-emotion complex which is 
exhibited by those individuals who are engaged in a 
relatively chronic struggle to obtain an unlimited number 
of poorly defined things from their environment in the 
shortest period of time and, if necessary, gain the 
opposing efforts of other things or persons in this same 
environment." (p. 84, emphasis in original) 
Jenkins (1976), a frequent collaborator, further observes that 
Type A behavior "represents neither a stressful situation nor a 
distressed response, but rather a style of behavior with which some 
persons habitually respond to circumstances that arouse them." 
< (p. 1034) 
Extreme Type B's generally manifest the opposite of Type A 
behaviors. They are more relaxed and easy-going, less hostile and 
overtly competitive, and might be described as more subdued. They 
are not necessarily free of stress, but rather they confront chal¬ 
lenges and external threats less frenetically. Unlike Type A's, they 
show little evidence of multiphasic thinking and therefore are not 
seen doing two things at once, such as reviewing notes while driving 
or reading while watching television. Vocational and avocational 
pursuits are managed in a more casual fashion; Type B's seldom 
experience an anxious feeling of wasting time when not actively 
engaged in clearly productive behavior. Relaxation does not promote 
guilt feelings as it does with Type A's. 
23 
The stereotypic Type A may at first notice seem to personify 
certain achievement components of the Protestant Ethic. Yet it is 
clear from Rosenman, Friedman, and Jenkins' writings that the Type A 
behavior pattern may be found in many cultural populations and is the 
response of a characterologically predisposed person to a challenging 
situation. The theory behind Type A behavior maintains that increas¬ 
ing industrialization and urbanization have created the appropriate 
breeding ground for an overreaction to challenge and stress. 
Friedman and Rosenman (1974) identify the issue as follows: 
"Our contemporary environment has encouraged Pattern A 
behavior because it appears to offer special rewards to those 
who can perform rapidly and aggressively. Moreover, with 
increasing urbanization, technological progress, and density 
of population, our civilization presents challenges never 
experienced by earlier, less time-conscious generations." 
(p. 271, emphasis in original) 
If the environment so powerfully influences such characteristics 
of our behavior, this could account for the recent rise of CHD among 
women who enter the labor market and are confronted by the accelerated 
demands of work contexts (Friedman and Rosenman, 1974a). 
In spite of the distinction between Type A and Type B persons, 
the A-B variable was not designed to represent a black/white typology 
but the endpoints of a normal distribution. Most people exhibit mixed 
aspects of Type A behavior, depending to some extent on differential 
social learning experiences and specific situational determinants. As 
Glass (1977) noted. Type B's will often display Type A characteristics, 
"but rarely in such exaggerated form." Friedman and Rosenman further 
support this by noting that "most Americans are in fact either Type A 
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or Type B, though in varying degrees." Caffrey (1978) identified the 
Coronary-Prone Behavior Pattern as a "consistent syndrome of behavior 
(traits) that can be specified and quantified" (emphasis in original). 
Through a series of factor analyses on the Jenkins Activity 
Survey (JAS), Zyzanski and Jenkins have attempted to discover proper¬ 
ties of the Coronary-Prone Behavior Pattern (CPBP). Using only those 
Jenkins Activity Survey items which validly discriminated between men 
consistently judged by two instruments to be Type A or Type B, three 
independent factors were consistently found. These were labeled 
Hard-Driving, Job Involvement, and Speed and Impatience. The factor 
called Hard-Driving came from items which emphasize competitiveness, 
effort and responsibility. The theme emerging from items in Job 
Involvement pertains to the challenges arising from everyday life and 
the habit of keeping very busy and active. The properties of the 
factor labeled Speed and Impatience reflect a style of life marked by 
haste and impulsiveness. The items suggest that the impatience may be 
directed more at others than at self. 
Ability to manage stress is an important factor in working life, 
both in terms of actual performance and in terms of avoiding psycho- 
physiological outcomes. The two Type A maladaptive coping behaviors 
which have been comprehensively studied in the work setting are time 
urgency and suppression of symptoms (Carver, Coleman, and Glass, 1976; 
Price and Clarke, 1978). Type A persons are known to impose deadlines 
on themselves, increasing goals, and denying psychophysiological 
symptoms under pressure. As a result, Type A individuals are often 
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unable to isolate the appropriate presence of environmental strain 
to attain effective coping and are incapable of accurately gauging 
the necessary adjustment process in order to reduce strain. In fact, 
due to this deficit, Type A individuals may report that they are 
coping well with stress, when in reality the opposite may be true 
(Davidson and Cooper, 1980). 
It is important to distinguish CPBP from the concept of "stress," 
since it is neither a stressor situation nor a distressed response; 
it is a style of overt behavior with which Type A persons confront 
life situations, whether pleasant or troubling, particularly when 
the situation provides an element of perceived challenge. Therefore, 
it must be cautiously differentiated from neurosis. 
The CPBP is characterized by enhanced or even extremes of com¬ 
petitiveness, striving for achievement, aggressiveness (often strongly 
repressed), impatience, restlessness, hyperalertness, tenseness of 
facial masculature, bursts of hostility, explosive speech stylistics 
and a chronic sense of time urgency that leads to the acceleration of 
thought and most action. When they play a game, they play to win; 
when they relax, it must be perceived as an activity leading to 
worthwhile achievement. 
There are other, specific behaviors identified by Rosenman (1980) 
which include: 
• A firm handshake and brisk walking pace. 
• Loud and/or vigorous voice. 
• Terse speech, abbreviated responses. 
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• Interrupting by frequent rapid responses given before 
another speaker has completed his/her question or statement. 
• Speech hurrying in the form of saying "yes, yes,” or 
"mm, mm," or "right, right" or nodding his/her head in 
assent while another person speaks. 
• Vehement reactions to questions relating to impedance of 
time-progress (i.e., driving slowly, waiting in lines). 
• Use of clenched fist or pointing his/her finger at you to 
emphasize verbalizations. 
• Hostility directed at the interviewer or at the topics 
of the interview. 
• Frequent, abrupt and emphatic one-word responses to 
questions (i.e.. Yes! Never! Defintely! Absolutely!). 
Gender and CPBP 
Until quite recently, research studies on the CPBP have almost 
exclusively focused on white males between the ages of 35 and 64. 
The largest group to be administered the Jenkins Activity Survey, 
containing fair representations of both sexes and blacks as well as 
whites, was the Chicago Heart Association Detection in Industry Study, 
which examined over 5,000 persons (Waldron et al., 1978). This 
population had a greater proportion of blue-collar workers than the 
WCGS population (Rosenman et al., 1976) and tended to score more 
towards the Type B direction. White males scored higher than white 
females, and black males scored higher than black females. Race- 
specific comparisons showed that blacks scored more Type B than 
whites for both sexes. When Shekelle et al. (1976) took the results 
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from this study and adjusted the differences for socioeconomic class 
(measured by occupation and education), men did not differ signifi¬ 
cantly in Type A score than women. Similarly, black and white males 
did not differ in mean Type A score once differences in occupational 
level were taken into account. 
A study at Boston City Hospital (Vokonas, 1977) investigated 
various treatment modalities for patients with documented myocardial 
infarction, and found that among the 198 CHD cases screened at intake, 
187 were male and 11 female. The mean Type A score was slightly but 
not significantly higher for females than for males, but again, the 
number of female cases was too small to draw confident conclusions. 
In the Framingham Study (Haynes et al., 1978a) men had higher JAS 
scores than women. In a sample of employed men and women, the men had 
significantly higher Type A scores at ages 18 to 25, although sex 
differences at older ages were not significant when tested within sub¬ 
samples equated for education and race (Waldron et al., 1978). Since 
about half of women in the older age groups are housewives, and since 
housewives are less Type A than employed women, these data also indi¬ 
cate that women are, on the average, less Type A than men. Addi¬ 
tional evidence that the coronary-prone behavior pattern is more pre¬ 
valent among men than among women is suggested by psychological 
studies that show, on the average, men and boys are more aggressive 
and competitive than women and girls (Rahe and Rosenman, 1975). 
Why is the CPBP more common among men than women? Genetic dif¬ 
ferences may contribute to some degree to sex differences in aggres- 
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siveness, but genetic factors have not been shown to play a role in 
sex differences in other components of the CPBP (Maccoby and Jacklin, 
1974). Twin studies of Type A behavior suggest that genetic factors 
may make only a small contribution to individual differences in this 
behavior pattern (Rahe and Rosenman, 1975; Matthews and Krantz, 1976). 
Butensky et al. (1976) have found that cultural factors, including 
child-rearing practices, are related to the development of the 
Coronary-Prone Behavior Pattern in children and young adults. Dif¬ 
ferences in the socialization of boys and girls probably contribute a 
significant amount in the CPBP. For example, sex differences in com¬ 
petitiveness appear to be fostered by parents and schools who have 
typically pushed boys to achieve in the occupational world and girls 
to seek success in the less-competitive family environment. 
Generally, research has strongly suggested that the Type A 
behavior is reinforced more in males than in females, since this 
hard-driving, aggressive style of behavior seems to contribute to 
success in traditional male roles, but not in traditional female 
roles. A common example is adults who are more Type A have consis¬ 
tently been found to have more education, higher status occupations, 
and more income (Waldron, 1978; Waldron et al., 1977; Shekelle et al., 
1976). A few bits of evidence suggest that this may be due to a 
greater upward social mobility of the more Type A individual. Mettlin 
(1976) has found a correlation of +0.23 between Type A score and an 
increase in income over a 10-year period. Correlations in the 
literature between measures of occupational mobility and Type A have 
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been smaller and not always significant. This has been attributed, 
in part, to the insensitivity of the measures available and also 
because of cultural differences of the sample between North American 
men and Japanese-American men (Williams, 1968; Cohen, 1974). Inter- 
generational educational mobility was significantly correlated with 
Type A interview rating in one sample of women, although not in 
another by Waldron (1978). She has also found that students who are 
more Type A spend more of their time studying, have higher grade- 
point averages, and win more academic honors. Therefore, the CPBP is 
related to educational achievement, high status occupations, high 
incomes, and perhaps also to upward educational and occupational 
mobility. These are characteristics which society has generally 
attributed to men. 
In contrast, the CPBP does not appear to contribute signifi¬ 
cantly to success in traditional female roles. Waldron’s (1978) work 
illustrates that among women in college, those who are more Type A 
are not significantly more likely to have a boyfriend or frequent 
dates, nor are they more satisified with their relationships with 
men. Among middle-aged women, those who are more Type A are not more 
likely to be married, and if they are married, have husbands of equal 
or lower status than the husbands of less Type A women. However, 
middle-aged men who are more Type A are more likely to be married. 
The data suggests that the coronary-prone behavior pattern contrib¬ 
utes more to success in traditional male roles than in traditional 
female roles, and such behavior is encouraged more in boys than girls. 
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Past and current research indicates that there is a set of 
relationships between the CPBP and social roles. Type A behavior 
may lead some women to choose a specific role (e.g., paid employment) 
and may lead to success in certain social roles, such as college 
students. Additionally, rewards or pressures linked with these and 
other roles may actually enhance the behavior pattern. Finally, 
anticipated social roles may affect socialization practices that may 
contribute to the development of sex differences in the CPBP. 
CPBP and the Female: Physiological Implications 
Positive evidence of a relationship between the coronary-prone 
behavior pattern and the prevalence of CHD has been found in four 
major studies which included women. In the earliest study, Rosenman 
and Friedman (1961) compared samples of extreme Type A and Type B 
women and found that the prevalence of clinical CHD was higher in 
the former. In a case-control study of patients hospitalized for 
coronary heart disease or for surgery or trauma, Kenigsberg et al. 
(1974) found that women with CHD scored higher on the Type A scale 
of the Jenkins Activity Survey than the control group. More recently, 
Haynes et al. (1978a, 1978b) using a scale based on the Framingham 
Study with items chosen by "outside experts" studied different 
occupational classes of women. Those judged to be Type A (in the 
upper 50% scores of these scales) had a significantly higher preva¬ 
lence of coronary heart disease than Type B’s (4% versus .5% at ages 
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45 to 54, 7.7% versus 2.4% at ages 55 to 64, and 20% versus 9.3% at 
ages 65 to 74). This relationship between Type A and CHD was 
observed for both housewives and working women. Finally, Blumenthal 
(1975) found that for women undergoing coronary angiography, those 
rated Type A in the Structured Interview had a significantly higher 
prevalence of coronary atherosclerosis than those rated Type B (11 of 
23 Type A women versus 1 of 24 Type B women). 
In Rosenman and Friedman’s 1961 study. Type A women exhibited 
additional differences from their Type B counterparts. Type A women 
smoked more cigarettes, drank more alcohol, had a far higher incidence 
of arcus senilis, much higher serum cholesterol levels, and, among the 
premenopausal subjects, a significantly faster clotting time. The 
detection of four times as much clinical CHD was found in both pre¬ 
menopausal and postmenopausal subjects. A finding which surprised 
these researchers was a three- to seven-fold higher incidence of 
diastolic hypertension found in all women exhibiting Type A behavior 
as opposed to Type B. 
These studies clearly illustrate that for women, as for men, the 
CPBP is correlated with a higher incidence of CHD, including coronary 
atherosclerosis. Rosenman et al. (1975) point out that the findings 
for women parallel the findings for men in one additional respect. 
The coronary-prone behavior pattern does not seem to provoke its 
primary pathological effect in relation to the traditional risk 
factors. Haynes et al. (1978) found no relationship between their 
Type A score and a risk score for coronary heart disease based on 
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on those traditional risk factors mentioned previously (e.g., blood 
pressure, cigarette smoking). Shekelle et al. (1976) note that for 
employed women, the JAS Type A score had no significant relationship 
to cholesterol levels. There was a positive relationship with blood 
pressure in women aged 45 to 64, but not in younger women, and a 
positive, yet quite small, relationship with number of cigarettes 
smoked per day in younger women. Therefore, the coronary-prone 
behavior pattern may be related to some of the standard risk factors, 
but the relationships appear to be too weak to account for much of 
the increase of existence of coronary heart disease. 
Occupational Differences of Women and CPBP 
In general, employed women have been found to display more of 
the Type A behavior pattern than housewives. Women in the Framingham 
Study (Haynes et al., 1978a) who had been employed outside the home 
for over half their adult years had higher scores on the Type A scale 
than housewives. Women currently employed more than 30 hours per 
week had higher Type A scores on the Jenkins Activity Survey than 
women who were not employed full-time (V.aldron, 197c). One consistent 
finding which emerged from these studies was that the relationship 
between current employment and the CPBP was moderated by the higher- 
educational status of the women; given current employment and higher 
educational status, CPBP was most significant. This pattern was also 
found in earlier research of "need for achievement (Baruch, 1967, 
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Kriger, 1972). Rather than preferring more hours of employment, 
Type A women were more likely to work longer hours than they pre¬ 
ferred (Waldron, 1978). This suggests that women who are hard- 
driving and exhibit the Type A behavior may be less likely to leave 
jobs even though they may feel overloaded. In addition, time pres¬ 
sures and other demands associated with women's employment may tend 
to increase the CPBP. 
The difference between housewives and women employed full-time 
and the observation of the CPBP may imply several casual mechanisms. 
WTomen with hard-driving coronary-prone behavior patterns may be less 
likely to leave jobs once they have begun, and the pressures accom¬ 
panying employment may increase the CPBP. Employed women, for 
example, are under more time pressure since they have one-third less 
free time daily than housewives. 
Numerous studies (W7aldron, 1978; Kannel and Dawber, 1973; Logan, 
1960) found that women with medically-treated hypertension were more 
likely to be housewives. Among women who were not taking hypertensive 
medication, this condition was more common for women who were emploved 
full-time. One hypothesis for this phenomenon is that women who are 
employed full-time are more likely to develop high blood pressure, 
but women who are currently employed may actually have lower morbidit} 
since people who become ill tend to leave their jobs (McMichael, 1976). 
This hypothesis was further supported by a Swedish study (Bengtsson, 
1973) which measured several groups of women under age 55 who had 
CHD, with a large control group. It was reported that those who had 
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CHD were less likely to be employed, equally likely to be engaged in 
"domestic work only" and more likely to be "receiving pensions." 
Yet, a lower prevalence of hypertension among employed women may 
suggest simply a general pattern of better health among employed 
women than among housewives. Employed women have been found to have 
lower rates of suicide (Cumming et al., 1975) and to report fewer 
physical symptoms and fewer disability days, although they do visit 
doctors more often (Nathanson, 1975). As possible explanations for 
this, Cumming et al. suggest that employment increases affiliation 
and therefore reduces suicide; Nathanson (1975) argues that an 
employed women experiences more role obligations than a housewife and 
is therefore less likely to adopt the sick role. Waldron (1978) feels 
that the relationship between employment and blood pressure levels is 
explained by the belief that employment actually tends to increase 
some types of morbidity, but less healthy women either leave the labor 
force or do not seek employment initially. It is assumed that men, 
however, perceive no role alternative but to "stick it out." 
When considering females in management, one has to be especially 
aware of the issue of self-selection, i.e., that Type A women are more 
likely to return to or stay in the workforce, or both, than their 
Type B counterparts. Indeed, the more extreme Type A^ female may be 
attracted to the challenges inherent in becoming a top-level adminis¬ 
trator (Davidson and Cooper, 1980, 1980a). 
In summary, the Type A pattern is a style of living that con¬ 
sists of both a pattern of actions and supporting emotions. The 
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lifestyle of the Type A individual is characterized by extreme com¬ 
petitiveness and aggressive, constant striving for achievement. These 
traits are accompanied by a sense of time-urgency, impatience and 
irritation, hyperalertness, perfectionism, and feelings of being under 
the challenge of responsibility. In contrast to the Type A individual 
is the Type B, who has a significantly lower risk of heart disease and 
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who is generally free of the Type A behavior pattern. 
The two concepts presented in this chapter, sex-role stereo¬ 
typing of managers and Type A behavior, show significant similarities 
insofar as the vocabulary that is utilized to define both. Table 1 
summarizes the overlap in this terminology. Chapter III will further 
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CHAPTER III 
THE STUDY 
The literature reviewed in the preceding chapter has substan¬ 
tiated the belief that many types of organizational positions and 
behaviors are considered more appropriate, and leading to more 
rewards, for men than for women. High-level management includes some 
of these positions. Therefore, for women who are incumbents in these 
masculine-identified positions, one would expect certain masculine- 
identifiable traits. Also, many of the behaviors inherent in the 
Coronary Prone Behavior Pattern construct are characterized as 
masculine behaviors. The CPBP does not equal masculinity, per se, 
but it may serve as a vehicle for a woman to show, in part, that she 
is not so radically different from her male counterparts. Admittedly, 
this behavior is probably demonstrated in an unconscious fashion. 
Based upon this rationale, if men and women of equal organiza¬ 
tional status are assessed for Type A behavior, as a group, women will 
be found to exhibit more Type A behavior than their male counterparts. 
The objective of this study, therefore, is to compare the Coronary 
Prone Behavior Pattern assessments of male and female high-level 
managers. The research question asks, "Is there a relationship 
between the sex of a manager and the probability of that manager 
exhibiting Type A behavior?" 
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The hypothesis which evolves from this question becomes: 
: The prevalence of the Cardiac Prone Behavior 
Pattern will be greater for women than for 
men in managerial positions. 
From this hypothesis two variables emerge: sex of each subject 
and the degree of CPBP assessed from each subject. Sex becomes the 
independent variable as CPBP becomes the dependent. 
Within this framework a secondary objective has been set: to 
choose a sample indicative of and similar to the individuals described 
in related research. The results from such a sample will facilitate 
comparisons with other related studies. 
As results emerge, other tests may be necessary. 
Measuring Coronary-Prone Behavior 
Several methods are available for assessing the Coronary-Prone 
Behavior Pattern designated as Type A. The two most commonly used 
are the Structured Interview (SI), developed by Rosenman and Friedman 
(1964), and the Jenkins Activity Survey (JAS) (Jenkins et al., 1967) 
which is a self-administered computer-scored questionnaire. There 
have been several other approaches to assess the CPBP, such as the 
Performance Battery and Short Rating Scale developed by Bortner (1969) 
and voice analyses (Friedman et al., 1969; Schucker and Jacobs, 1977). 
Each of these procedures reveals some of the general qualities of 
Type A behavior and assesses a unique facet that is Type A but not 
shared by other assessment techniques (e.g., personality inventories). 
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The Coronary Prone Behavior Pattern assessed by the two primary 
methods, the SI and JAS, is found to be related to the prevalence 
of Coronary Heart Disease in a number of populations, including 
groups in Hawaii (Cohen, 1974), Houston (Glass, 1977), retropectively 
in the Western Collaborative Group Study (Jenkins et al., 1971), 
Bridgeport, Connecticut (Kenigsberg et al., 1974), Chicago (Shekelle 
et al., 1976), St. Petersburg, Florida (Hiland, 1977), and in a 
recent study in Poland (Zyzanski et al., no date). 
The Structured Interview was developed by Friedman and Rosenman 
on the basis of significant clinical observations and experience in 
preliminary studies. It was first used on a large scale in the 
Western Collaborative Group Study (WCGS), which began in 1960. It 
is important to note that the SI is less a method of gathering data 
than it is a challenge situation and a sample of behavior under 
standard interpersonal circumstances. The content of answers is 
registered, but more importantly the specially trained interviewer 
judges the speed and modulation of speech and the impatience and 
energy revealed by motor mannerisms to determine the behavior 
pattern. This evaluation is referred to as the Global Assessment. 
The Jenkins Activity Survey was developed in an effort to 
duplicate the assessment of Type A behavior by a psychometric 
method. The authors of the Activity Survey worked closely with 
Rosenman and Friedman to objectify the many signs and symptoms 
obtained by the SI. A motivation in the development of the 
Activity Survey was to maximize convenience and minimize cost so 
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that Type A assessment would be feasible in large-scale industrial 
and epidemiological studies. It was constructed as a self-adminis¬ 
tered, precoded, electronically scorable procedure. 
It is known (Jenkins, Zyzanski, and Friedman, 1971) that Type A 
individuals lack in insight into their own style of behavior. Also, 
many of them deny possessing Type A traits that are embarrassing to 
them. On the other hand. Type B persons may feel it socially desira¬ 
ble to portray themselves as hard-driving and achievement oriented. 
It is for these reasons that the JAS is not considered to be the most 
valid measure of Type A behavior, since it utilizes self-report 
multiple choice questions and the SI does not. 
Reliability of the Structured Interview 
Reliability refers to the degree to which an assessment procedure 
consistently measures an attribute. The reliability of the SI has 
been explored by examining the extent of agreement produced by 
(1) assessing subjects at different points in time, and (2) different 
persons assessing subjects at the same point in time. 
Interjudge agreement of classification usually ranges between 
75% and 90% (Friedman et al., 1965; Jenkins, Rosenman, and Friedman, 
1968; Caffrey, 1968). Test-retest with the SI of over 1,000 subjects 
in the WCGS showed about 80% agreement in the dichotomous A-B classi¬ 
fication over periods that ranged from 12 to 20 months. Reliability 
using the four-point scale (A^, A^» B^, B^) was somewhat lower for 
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both test-retest and interjudge agreement, but it is the dichotomous 
rating that is commonly used as the estimate of risk. 
Recent reanalysis of taped interviews from the WCGS showed that 
some components of the behavior pattern (e.g., competitive drive, 
potential for hostility, and impatience) are more predictive of CHD 
than others (Matthews et al., 1977). It is unknown how respondents 
are influenced by interviewers of varying age, sex, status, etc., 
and vice versa. 
A Median Test is utilized in this study to ascertain the 
relationship between the Scoring Assessments and the Global Assess¬ 
ments. Results of this test are described later in this chapter. 
Validity of the Structured Interview 
The construct validity of the Type A pattern, and the SI as a 
testing procedure, has been supported by social psychological labora¬ 
tory research. The SI appears to measure a unique array of attri¬ 
butes which are sensitive to environmental influences and are not 
correlated with standard measures of personality. 
Glass (1977) demonstrated that Type A subjects are more aggres¬ 
sive, more time urgent, more impatient, and more hard-driving than 
Type B subjects "when appropriate environmental challenges are made 
salient." This point underlines the importance of the environmental 
setting in evoking Type A behavior. 
Friedman et al. (1975) conducted studies of the effect of 
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environmental challenges on physiological reaction in Type A and 
Type B subjects. The results of these studies strongly suggest that 
Type A subjects, relative to Type B subjects, respond to day-to-day 
environmental challenges with greater sympathetic arousal. 
An instrument is considered valid if it can be demonstrated that 
it measures what it was designed to measure. The Structured Interview 
is designed to measure attributes included in the Type A pattern, such 
as the potential for displaying hostility, hard-driving and achieve¬ 
ment behaviors, impatience, and competitiveness. In establishing the 
validity of an instrument, it is useful to determine whether it is 
also measuring attributes ether than those for which it was designed. 
A range of psychological tests have been administered to various 
samples in efforts to determine whether the Type A pattern is related 
to standard measures of personality. Measures used in these efforts 
included such scales as the Thurstone Temperament Schedule, Gough 
Adjective Check List, California Psychological Inventory, Minnesota 
Multiphasic Personality Inventory, Cattel 16-PF Questionnaire, 
Rotter’s 1-F Scale, and Test Anxiety Questionnaire. The results of 
these correlations were supplied by Glass (1977). In general, the 
results showed that the Type A pattern reflects characteristics 
independent of those assessed by traditional measures of personality. 
The significant correlations obtained in this line of research 
usually supported the validity of Type A pattern. For example, 
subscales of the various psychological instruments that assessed 
such dimensions as activity level, speed, achievement, aggression. 
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dominance, and related characteristics correlated significantly with 
measures of Type A pattern, while other dimensions, not relevant to 
the Type A construct, did not. 
In sum, the studies reported above, and especially those by 
Glass, support the concurrent, predictive, and construct validity of 
the Type A construct and the testing procedures used to assess it. 
Recently, Friedman and Chesney (1980) have stated: 
"We strongly recommend the use of the Structured 
Interview for most accurate assessment of the behavior 
patterns and that the psychometric questionnaires be 
used more for screening purposes or when required for 
use in studies of larger populations. In the latter 
instance, the use of questionnaires for assessment in 
any given population group should preferably be vali¬ 
dated against the Structured Interview." (p. 10) 
Given the relatively small sample size, the desire to accurately 
assess behaviors and the weakness of the JAS, a decision was reached 
to utilize the SI in the present study. 
Sample Population 
The sample population was drawn from officers at a commercial 
bank in New York City (The Bank). The Bank has twenty-five branches 
in New York, as well as a representative office in Canada and two 
overseas branches. As of September, 1982, the New York staff 
totaled 1,400 compared to 1,145 at the end of 1980 and 600 in 1977. 
Although The Bank’s 1981 annual report emphasizes the "training of 
officers and employees," no management development training has ever 
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occurred. All training is for non-officers and, at most, for first- 
line supervisors; content of these programs is centered around skill 
acquisition related to current jobs. In 1981, The Bank implemented 
a formal strategic planning process leading to the development of a 
five-year plan. 
Although it is New York State chartered. The Bank is an indepen¬ 
dent subsidiary of a large consortium based on another continent. 
Worldwide, The Bank and its affiliates are ranked among the top one- 
hundred banks in the free world. 
By the end of 1981, record levels were attained by The Bank (as 
a separate entity) in deposits, loans, assets and earnings. Total 
assets gained approximately 13% over 1980 and 100% over 1977. 
Deposits also increased 13% over 1980 and almost 100% over 1977. 
Loans for 1980, excluding broker loans, represented a gain of 43% 
over the previous year and 90% from 1977. Net income for 1981 
increased more than 60% from the prior year. 
Within The Bank there are 83 employees designated as "Officer," 
regardless of functional title. From this group, 78 became the 
initial sample of this study. Not included were the five senior-most 
officers (President and four Executive Vice Presidents—all white 
male). 
As discussed more fully in the next section, 40 officers from 
this group with equal sex distribution (20 male and 20 female) were 
interviewed. Twenty-eight officers were white (14 male, 14 female) 
and 12 were classified as black or hispanic (6 male, 6 female). The 
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phenomenons of an equal number of males and females in these groups was 
a random occurrence and not by design or manipulation; although, the 
high proportion of female officers made the sample a good one for the 
study. 
Twenty-four subjects were married, six classified themselves as 
single, and nine were reported as separated or divorced. It is not 
known if any of the married subjects were divorced prior to the 
current marriage. Twenty-five subjects had children; eleven of these 
were women. 
The mean age was 38.33 for all subjects; for men, the mean was 
38.50 and for women, 38.15. The standard deviation of age for the 
sample was 7.76. 
A summary of subject demographics is included in Table 8, 
Chapter 4. 
Research Design 
Seventy-eight officers were sent a memorandum authored by the 
Director of Personnel (a male) requesting them to participate in the 
study (Appendix 3). The memorandum guaranteed the volunteer complete 
confidentiality from the results of their interview. If they agreed 
to participate, they were requested to respond only to the Principal 
Investigator via an attached coupon with a preprinted business reply 
envelope. 
Of the original 78 officers, 41 immediately responded with 
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coupons. These individuals were called, thanked for their desire to 
participate, and instructed to wait approximately six weeks when they 
would be called again and an appointment would be set. Of the 37 who 
did not respond, 17 of the most high-ranking individuals were selected 
and telephoned. These individuals were queried as to why they did not 
respond and asked again, verbally, if they would care to participate. 
Of these 17, 14 agreed to participate. The three remaining officers 
(two male, one female) refused. 
The group of 55 volunteers represented 23 women and 32 men. The 
final 20 males and 20 females were chosen based on their organiza¬ 
tional level. The positions of both sexes were chosen for similarity; 
significantly dissimilar positions were dropped until the sample was 
reduced to 20 for each sex. 
The selected participants were notified of their involvement and 
scheduling arrangements were made for the Structured Interview. The 
interviewer always offered to conduct the interview in the subject’s 
office. In some cases, most notably the Branch Officers’, a private 
office was not available. Here, special conference rooms were 
arranged to assure each subject equal privacy with minimal distrac¬ 
tions . 
No questions concerning the SI were entertained prior to the 
interview itself. Subjects were informed that they could refuse to 
answer any questions but inquiries could not be answered by the 
researcher until after the interview was completed. At no time did 
a subject refuse to answer a given question. 
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The subjects were instructed that the interview would take only 
ten minutes and it would be tape recorded. It was also emphasized 
that they would be identified only as a code number on the tape, and 
no Bank personnel would be allowed to hear any of the tapes. They 
were told that The Bank would receive only aggregate summary results; 
no individual responses would be offered to the employer. Prior to 
recording, at the commencement of the interview, standardized instruc¬ 
tions were given (see Appendix 1). The Structured Interview was 
administered using a miniature stereo tape recorder with built-in 
omnidirectional microphone and, for the second channel, a lapel 
microphone was clipped to the subjects’ clothing. 
At the conclusion of the interview, subjects were encouraged to 
ask questions and to express their feelings about the interview 
itself. During the interview, specific behavioral observations were 
made by the researcher and noted on the Interview Summary Sheet 
(Stanford Research Institute, 1979) (Appendix 3). 
The SI was conducted according to strict guidelines noted by 
Rosenman (1980) and included in the SI Training Workshop at Stanford 
Research Institute, which the interviewer attended. 
Coding records were maintained to trace the identities of each 
subject and subject summary forms were utilized to organize the large 
unrelated amounts of data. 
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Evaluation of the Structured Interview 
The SI was evaluated by two methods. First, using the Interview 
Summary Sheet (SRI International, 1979, See Appendix 3), a quanti¬ 
fiable record was made of each behavior exhibited by a subject during 
the interview. Several questions from the interview are asked only 
for the specific content of the answers. "The content of the answers 
to the other questions is also useful, but the behavioral assessment 
is, in fact, based far more upon the general stylistics and mannerisms 
of the subject as she/he answers the questions." Observation is more 
important in the assessment as contrasted with what is said (Rosenman 
et al., 1978, p. 221). Therefore, all of the CPBP behavioral manner¬ 
isms were noted on the Summary Sheet. Most mannerisms were derived 
from the tape recordings two weeks after the interview, but some 
(e.g., posture, eye contact, fist clenching) were noted at the time 
of the interview. 
At the conclusion of each tape assessment a tally was made of 
the total CPBP behavioral manifestations. Content of answers was 
weighed the same as behavior. Assessments were based on suggestions 
by Rosenman (1980) (see Appendix 2) and training at the SI Assessment 
Workshop (Stanford Research Institute, 1981). The tally of behaviors 
comprised one form of assessment which was quantifiable in the sense 
that it measured the number of Type A behaviors during any given 
interview. This procedure for evaluation will be referred to as the 
Scoring Assessment. 
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The second method, the Global Assessment, is discussed in the 
first section of this chapter (Measuring CPBP). This assessment is 
not quantifiable, uses only nominal data, but is used by trained 
personnel to categorize subjects into one of the five behavior 
types (Aj, A^, B^, B^). To achieve the second assessment for each 
individual, the tapes were randomly replayed and a Global Assessment 
was made for each subject. The Scoring Assessment sheets were physi¬ 
cally independent at the time of the Global Assessments. Scoring 
Assessments were conducted once for each subject; Global Assessments 
were conducted twice. When intrarater reliability for the Global 
Assessment was inconsistent, a third assessment was conducted. Global 
Assessments categorized subjects as either "A^" or "NOT A^." The 
rationale behind this dichotomy is that it places greater reliability 
on the results if only the most-extreme behavioral manifestations of 
the construct were observed. If a subject was assessed as A^, the 
confidence level of that subject being ("in reality") an A^ or A^ was 
greatly enhanced. Hence, if a subject was assessed as Aj, it was 
quite clear he or she could be identified as a "Type A." 
In summary, there were two distinct assessments of the Structured 
Interview: 
• Global Assessment 
Possible outcomes: A^; NOT A^ 
• Scoring Assessment 
Possible, yet not probable, outcomes: 0 to 400 
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Statistical Analysis 
Data was gathered from two independent evaluations of the tape 
recorded interviews and from behavior observed during the interviews. 
Global Assessments 
The Global Assessments utilized only the recordings. The Global 
is based on a "gestalt" evaluation after reviewing each tape at least 
twice but does not avail the researcher of any numerical data. Sub¬ 
jects were categorized as being either or NOT A^ and it, therefore, 
provides only nominal information. By definition, nominal measurement 
is the process of classifying different objects into categories based 
upon some defined characteristics (Hinkle et al., 1979). Following 
the identification of the various categories, the number in each are 
counted. It is worth mentioning that in this particular process of 
measurement, there is no obvious, logical ordering of the categories. 
According to Hinkle et al., the properties of nominal data are as 
follows: 
1. Data categories are mutually exclusive 
(one object belonging to one category). 
2. Data categories have no logical order. 
Essentially, a nominal scale simply classifies without order. 
Since neither the sexes (independent variable) nor the behavior 
pattern (dependent variable) are ordered, only statistical tests 
acceptable to nominal data are appropriate. 
As indicated by Hinkle et al., both the test of statistics.!. 
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significance of the coefficient C&) and the test of the null hypoth¬ 
esis of no difference between two independent proportions are applica- 
o 
ble for data depicted in a 2 x 2 contingency table. "The X Test is 
equally appropriate" (p. 344). Since the measurement scale of the 
data is less than interval the calculation of means and variances 
and the use of the test statistics are inappropriate for this 
particular evaluation. Nonparametric tests of significance are 
called for since they require less restrictive assumptions. Specif¬ 
ically, they do not require the assumptions of normality and homo¬ 
geneity of variance and, further, the scale of measurement of the 
dependent variable can be less than interval (Hollander and Wolfe, 
1973). 
When the expected frequency in any of the cells is small (less 
2 
than 5), the sampling distribution of X for these data may depart 
substantially from continuity. Therefore, the theoretical sample 
distribution of X^ for one degree of freedom may fit the data poorly. 
In this case, an adjustment referred to as the Yates Correction for 
Continuity has been suggested for application to these data (Cochran, 
1954). However, based upon a more recent study by Camilli and 
2 
Hopkins (1978), the Yates Correction is not recommended for the X 
Test of Independence "since its use would result in an unnecessary 
loss of power"; meaning, there would be a tendency of retaining the 
null hypothesis when in fact it is false. This argument is essen¬ 
tially academic since the expected frequency of any cell did not 
fall within this limiting criteria. 
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Scoring Sheet Assessments 
The second type of assessment required the task of counting each 
behavior of each subject which exemplified the Coronary Prone Behavior 
Pattern. The Scoring Sheet (SRI International, 1979) facilitated the 
compilation of these behaviors which were elicited from both the tape 
recordings of each interview and from the physical behaviors observed 
at the time of the interview. Therefore, a subject could, theoreti¬ 
cally, exhibit no behaviors (a score of zero) or she/he could 
exhibit an extreme amount (no finite upper limit is set). 
Since a point zero exists, this data qualifies for the highest 
level in the hierarchy of measurement scales: the ratio scale. 
According to Hinkle et al., the property which differentiates this 
data from others is the presence of a "true" zero point which would 
reflect an absence of the characteristics being measured. "With this 
additional property, statements can be made relative not only to the 
equality of the differences between any two points on the scale, but 
also to the proportional amounts of the characteristic two different 
objects (people) possess." (Hinkle et al., 1979, p. 8) 
Ratio data must possess the following properties: 
1. Data categories are mutually exclusive 
2. Data categories have a logical order 
3. Data categories are scaled according to the 
amount of the characteristic they possess 
4. Equal differences in the characteristic are 
represented by equal differences in the 
numbers assigned to the categories 
5. The point zero reflects an absence of the 
characteristic (Hinkle et al., p. 8) 
53 
The data acquired from this method of evaluation meets the 
required assumptions for the two-sample case. The traditional 
approach to assuring that the two samples are drawn from independent 
populations is met by first selecting a random sample from the 
population and then randomly assigning half of the subjects to an 
experimental treatment condition (an experimental group) and half to 
a nonexperimental treatment condition (a control group). This was 
not possible due to the inherent design and characteristics of this 
research. 
According to Kerlinger, in another common research situation the 
difference between two fixed populations is tested. In this setting, 
random samples are drawn from each of the two populations and appro¬ 
priate measurements are taken. The difference between the two samples 
is determined and the results generalized to the respective popula¬ 
tions. This inference is based on probability theory because both 
samples are randomly selected from the respective populations (male 
and female). 
In testing the null hypothesis (H^: = u0), the central limit 
theorem dictates that the underlying distribution of the test statis- 
2 
tic is the normal distribution of <3~". Kerlinger notes that these 
two assumptions have been studied in great depth and "the evidence to 
date is that the importance of normality and homogeneity is overrated 
(p. 287). Unless there is exceptional evidence that the populations 
are critically non-normal and the variances are heterogeneous, only 
then is it advised to reconsider the use ot nonparametric tests. 
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Furthermore, Cochran and Cox (1957) state that if n^ = n^ the viola¬ 
tion of the homogeneity assumption has been shown to be unimportant. 
For this evaluation, given a two sample case which meets the 
above criteria, the appropriate test is the Mt-test." 
In an attempt to maximize the analysis of the data from this 
assessment procedure, two other nonparametric tests were chosen: 
the Median Test and the Kruskal-Wallis (Hollander and Wolfe, 1973). 
The null hypothesis for the Median Test is that two samples have 
been selected from populations with the same or a common median. In 
this case, the hypothesis is that the populations of male and female 
officers have the same median: 
H : mdnr = mdn 
o female male 
and 
H : mdn,. .. > mdn 
a female male 
The Median Test, however, does not take into account the total 
distribution of scores for the two groups. The nonparametric analog 
to analysis of variance, one-way classification, for at least ordinal 
data, is the Kruskal-Wallis One-Way Analysis of Variance (Hinkle et 
al., 1979). The null hypothesis for the Kruskal-Wallis Test is 
analogous to the null hypothesis of the one-way ANOVA. The null 
hypothesis for ANOVA is that there is no difference between the means 
of the k populations from which the samples were selected. The null 
hypothesis for the Kruskal-Wallis Test is expressed in more general 
terms: there is no difference in the scores of the k populations 
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Symbolically: H : CPBP Scores,. = CPBP Scores 
o female male 
H : CPBP Scores- > CPBP Scores 
a female male 
Additionally, a Median Test was utilized to determine the inde¬ 
pendence between the evaluation from the Scoring Assessments and 
those from the Global Assessments. The results from this test 
ascertained whether intrarater reliability was acceptable between 
the two methods of assessment. The more significant the Median Test, 
the greater the dependence (and relationship) between the two methods. 
Finally, Chi Square Tests were performed on some demographic 
data to facilitate discussion of the results and implications. 
Test for Intrarater Reliability 
A Median Test was used to determine whether there was independence 
of scores between the Global Assessment and the Scoring Assessment. 
The results ( X2 = 28.97 ) proved to be significant at the 
.001 level, suggesting a very strong dependence of one method of 
assessment to the other. This test was utilized as a vehicle by which 
to ascertain intrarater reliability; if the tests (and the rater) were 
equally reliable, the Median Test would show a significantly strong 
level of confidence. Clearly, the tests are not dependent upon each 
other in the literal sense but their results should be equally depen¬ 
dent on the same sample. Both assessments are measuring the same 
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construct and their results, therefore, should be reflective of this. 
The Median Test reaffirms this contention. 
Confidence Levels 
According to Hinkle et al. (1979, p. 142) "(in) behavioral 
science research, the two most frequently used levels of significance 
are .05 and .01." Fisher (1950) believes that, to some extent, the 
level of significance is chosen arbitrarily. 
"The .05 level was originally chosen—and has persisted 
with researchers—because it is considered a reasonably good 
gamble. It is neither too high nor too low for most social 
scientific research. Many researchers prefer the .01 level 
of significance. This is quite a high,level of certainty. 
Indeed, it is ’practical certainly.’ Some researchers say 
that .10 level might sometimes be used. Other researchers 
say that 10 chances in 100 are too many, so they are not 
willing to risk a decision with such odds. Others say the 
.01 or 1 chance in 100 is too stringent, that ’really’ 
significant results may be discarded in this manner." 
(Kerlinger, 1973, p. 170) 
Kerlinger does report, however, that the newer trend to thinking 
advocates reporting the significance levels of all results. 
For the purposes of this study, the .05 level of significance 
was chosen; yet, in all tests, the final level of significance will 
be reported to facilitate discussions in a latter chapter. 
CHAPTER IV 
RESULTS 
Tests of the Major Hypothesis 
Four statistical tests were utilized to determine whether there 
was support for the hypothesis 
H^: The prevalence of the Coronary Prone Behavior 
Pattern will be greater for women than for 
men in managerial positions. 
First, the results of the Global Assessment were subjected to a 
Chi Square Test. Results did not indicate support for the hypothesis 
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at the .05 level of significance. The Assessment results (X =2.5) 
were in the predicted direction but only at the .15 level. 
Next, three tests were performed on the results from the Scoring 
Assessment. The raw data initially indicated that these results were 
also in the predicted direction. A t-test (t = 1.08) was significant 
at the .25 level; a Median Test (Med = 1.60) was significant at the 
.20 level; finally, the results of the Kruskal-Wallis Test (K.W.= .955) 
was significant at the .30 level. 
No tests supported the major hypothesis at the predetermined 
confidence level but all results were in the predicted direction. 
Results of the Assessment Tests are shown in Table 2. 
These statistical tests along with others are summarized at the 
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Tests for Dependence of Type Ai Behavior on Demographic Variables 
Race/Ethnicity 
Subjects were categorized as either White or Black/Hispanic. If 
a subject was Black and Hispanic, they were counted as only one. 
Utilizing the Chi Square Test, the results showed that A^ behavior was 
significantly dependent (p - 02) on this variable. From a total of 
twelve Black/Hispanic subjects, only two were classified as A^. The 
remaining ten were NOT A^. Thus, WTiites, as compared to Black/ 
Hispanics, are more likely to be A^, coronary prone. Results are 
shown in Table 3. 
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TABLE 3 










Approximately 23% of the sample reported their marital status as 
Separated or Divorced. Of these (9) subjects, 67% were classified as 
A^. In determining whether behavior type was independent of this 
status, a Chi Square Test compared all A^'s in this category to 
NOT A^’s; results were significant only at the .25 level. Further 
analysis by sex was considered inappropriate due to small cell size. 
Results are shown in Table 4. 
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TABLE 4 
COMPARISON OF MARITAL STATUS TO BEHAVIOR TYPE 
Divorced/ 











9 3 1 13 
5 1 2 8 
25 40 
Age 
The mean age of all categories was very consistent between A 
1 
men and NOT A1 men. However, A^ voaen were approximately 3.6 years 
older than their NOT A^ counterparts. A t-test ascertained that this 
difference was only significant at the .20 level. It is not known if 
the voaen held significantly higher-level positions in the organiza¬ 
tion. The results are shown in Table 5. 
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TABLE 5 








X all males = 38.50 
X all females = 38.15 
Standard deviation, all = 7.76 
Satisfaction with Job Level 
During the Structured Interview the subjects were asked, "Are you 
satisfied with your job level?" Although this is not generally con¬ 
sidered a demographic variable, its analysis and comparison to subject 
Behavior Type was considered valuable to a further understanding of 
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In spite of many not-significant test results from demographic 
variables, certain profiles do begin to emerge. First, managers 
seem to have a higher probability than NOT managers of being 
White, not satisfied with their job level, and divorced or separated. 
Second, female A^ managers have a higher probability than NOT A^ 
female managers of being White, divorced or separated and/or mothers. 
A summary of these findings can be found in Tables 7 and 8, while 
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DISCUSSION AND RECOMMENDATIONS 
Comparison of Results to Past Research 
Although the assessments followed the hypothesized direction, 
the strength of the results did not support the major hypothesis. 
However, the three statistical tests, two from the Scoring Assess¬ 
ments, provided fairly consistent outcomes; this increases the faith 
in the reliability of both assessment procedures. Also, this research 
confirms past studies as well as improving on the research methods and 
discrimination of significant variables. 
This was the first such research to compare Type A behavior 
between men and women in the workplace. The Framingham Study (Haynes 
al., 1978) , the Chicago Heart Association Detection Project in 
Industry (Shekelle, Schoenberger, and Stamler, 1976) and the Western 
Collaborative Group Study (Zyzanski, 1978) utilized a total of more 
than 10,000 subjects but did not control for hierarchical status or 
organizational variables. 
Men, Women and Type A Behavior 
Although women are not shown to be significantly more Type A^ at 
managerial levels, they are clearly not less A^ than men. This, in 
itself, is an important finding. It has been discussed in Chapter II 




"(considering) all adults, including housewives and 
employed persons, the Coronary-Prone Behavior Pattern 
appears to be more common among men than among women of 
the same age. . . . Further evidence for this conclusion 
is the recent finding that men had higher scores than 
women on a Type A scale used in the Framingham Study. 
Additional evidence is provided by a review of psycho¬ 
logical studies which has shown that males in the U.S. 
are, on the average, more aggressive and competitive 
than females, and thus males display more of two key 
characteristics of the Coronary-Prone Behavior Pattern." 
(Waldron et al., 1977, p. 15) 
The above conclusion was reached after assessing the behavior 
type of over 5,000 subjects who were considered a representative 
cross section of the United States. Unfortunately, this and other 
representative data is incompatible for comparison purposes to the 
current study. If individual counts were made of Type A's or other 
dichotomous categories of behavior type, a Proportion Test could 
further articulate the differences between the women in the current 
sample to women in the general population. For the two major 
studies utilizing cross sections of men and women (Framingham and 
Chicago), the JAS was the instrument of choice for assessment. 
Behavior Type was scored on a scale which could not be transformed 
to A^/NOT A^ or Type A/Type B with a high degree of integrity. 
Clearly, however, it is apparent that the women incumbents at 
The Bank are not representative of the general population, vis-a-vis 
Type A Behavior: they are more Type A than the general population. 
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Race/Ethnicity 
The above mentioned studies, along with research by Waldron and 
associates (1977, 1978, 1978a) and Davidson and Cooper (1978, 1980, 
1980a) yield results very consistent with outcomes of this endeavor. 
For example, the results of this sample indicate extremely strong 
support for the discriminating variable of race/ethnicity and the 
CPBP. Race-specific comparisons of the Chicago Study showed that 
Blacks scored more Type B than Whites for both sexes. Explanations 
for this occurrence are speculative at best, since only the Chicago 
Study has attempted to discern the differences of behavior type for 
White and non-White subjects. If the Coronary Prone Behavior Pattern 
is a precursor to CHD, one may hypothesize that, since Blacks and 
Hispanics exhibit significantly less of the CPBP, they have a lower 
incidence of CHD. Certainly, Blacks are not free from CHD by virtue 
of their significantly high rate of hypertension (New York Heart 
Association, 1981). The CPBP may simply not be a predictor to explain 
the process of hypertension in Blacks. Ethnocultural studies have 
suggested a number of possible cognitive differences between White and 
non-Whites; among them is locus of control (Rotter, 1966). People who 
have high external-control perceptions believe that the events that 
occur to them are mostly a product of factors beyond their control. 
Conversely, people who have high internal-control perceptions believe 
that they can personally influence much of what happens to them. 
Type A’s have a high need to be in control but they show lower scores 
for self-control compared to their Type B counterparts (Chesney et 
73 
al., 1981). The Type A individual feels a strong need to maximize the 
control of their immediate environment and they therefore perceive 
their environment in terms of threat or challenge. It is believed 
that some Blacks do not see their environment as a threat or a 
challenge but simply as something that one has little control over. 
Perhaps control is exhibited obliquely, rather than overtly. 
Marital Status 
The highest percentage of any group in the study reporting their 
marital status as "divorced or separated" was the group of women. 
Related to this, Waldron found in a number of investigations that the 
CPBP does not appear to contribute significantly to success in tradi¬ 
tional female roles. Among middle-aged women, she found that those 
who are more Type A are not more likely to be married. There are at 
least two possible explanations of this. Either A^ women do not place 
as much value on marriage as on career, as Waldron suggests, or the 
role conflicts inherent in holding down a managerial position plus 
trying to maintain the traditional female role of a wife are too 
overwhelming. If forced to make the choice of maintaining the tradi¬ 
tional role of wife, fulfilling the demands of a commercial bank 
officer or trying to juggle both, the A^ woman may be predisposed to 
opt for the career. Waldron also found that Type A women may be less 
likely to leave jobs when they feel overloaded or unsatisfied, com¬ 
pared to their male counterparts. This may account for the reporting 
of equal satisfaction levels as NOT A^ women. Here, cognitive dis- 
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sonance forces them to justify their behavior. If they are unsatis¬ 
fied with an element of their work yet they do not behaviorally 
attempt to change it, their response to a researcher will tend to be 
consistent with the behavior: "Yes, I am satisfied with where I am." 
Recently, a study completed by Korn/Ferry International and the 
UCLA Graduate School of Management (Wall Street Journal, 1982) found 
the largest difference between executive men and women to be marital 
and family status. Fifty-two percent of the women surveyed were not 
married, compared with only 4% of the men. In addition, 55% of the 
women were mothers, while 70% of the men were fathers. "Executive 
women are far more likely to be divorced than their male counter¬ 
parts. Of the women studied, 17% are divorced, compared with only 
2.4% of the men." 
These current figures are enlightening when compared to the 
Divorced/Separated data from this study. Consistently, men showed a 
rate of 2.5% verses 2.4% from the Korn/Ferry Study. The rate for 
women was 12.5% for women compared to 17% of the Korn/Ferry 
executive women. It would be illogical at this time to assume that 
the "Korn/Ferry women" are also Type A but one might speculate that 
these figures suggest the possibility of such a relationship. 
Age 
The Framingham Study showed that women who had been employed 
outside the home over half their adult years had higher scores on the 
Type A scale used in that study compared to housewives. The women in 
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this sample are, to some extent, consistent. The women are, on 
average, 3.6 years older. NOT women, trying to meet traditional 
feminine roles, may stop a career earlier when role conflict becomes 
too disconcerting. Nathanson (1975) argues this point in his general 
belief that employed women experience more role obligations than a 
housewife but, because of this, they are less likely to take the sick 
role. For married women, there is a greater tendency to leave the 
labor market or not seek employment to begin with. It is assumed that 
men, however, perceive no role alternative but to "stick it out." 
Since the mean age for A^ women is the highest of any other group, 
perhaps they perceive the same lack of role alternative as men. Age 
may also reflect a "rigidity" of behavior, having been in the 
"masculine" environment longer, tendencies to Type A may become more 
pronounced. 
The relative similarity of age across sexes makes the data more 
compatible with other studies and further supports the conclusion 
that those women are more Type A than their counterparts in the 
general population. 
Self-Assessment 
Another consistent and interesting finding is that Type A 
individuals often have little insight into their Pattern A behavior 
and are totally inaccurate in their responses when questioned about 
these behaviors (Rosenman, 1978). For example, a male subject, when 
called for an interview appointment, could only schedule the inter- 
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viewer during the subject’s lunch break. When the interviewer arrived 
at the subject's office, his secretary noted that he had "run" out to 
the corner delicatessen and would be back momentarily. After a five 
minute wait, the subject literally ran into the office, engaged in an 
effusive monologue concerning the long line at the deli and the lack 
of expediency with which the sandwich maker constructed his lunch. 
It should be kept in mind that the subject was only three minutes 
late for his appointment and he was not attempting to apologize by 
this behavior. The subject then instructed the interviewer to begin 
the interview as he began to unwrap his sandwich, french fries and 
drink. The interviewer commenced with the requisite opening state¬ 
ments; the subject commenced to become a human vacuum and pushed the 
meal into his mouth with a modicum of chewing. The interviewer, 
concerned that the noise and sounds of the event could bias the 
subsequent assessment, stopped the recorder and offered to start the 
interview again when the meal was completed. The subject became 
agitated but agreed. A very short time later the meal was consumed 
and the interview was restarted. Responses to certain questions 
proved interesting: 
Q: Would you describe yourself as a HARD-DRIVING, 
AMBITIOUS type of person in accomplishing the 
things you want, OR would you describe yourself 
as a relatively RELAXED and EASY-GOING person? 
A: Very relaxed. 
Q: How would your wife describe you in those 




Q: How do you feel about WAITING in lines—bank 
lines, supermarket lines, post office lines? 
A: I don’t mind lines. 
Q: How long will you wait? 
A: As long as necessary. 
Q: Are you frustrated while waiting? 
A: Not at all. 
Q: Do you hurry in doing most things? 
A: No. 
Q: Do you walk rapidly? 
A: No. 
Q: Do you EAT rapidly? 
A: Not particularly. 
It was only after all the assessments were completed that the 
interviewer matched the subject’s code number to his name and recalled 
the pre-interview situation. The subject’s A^ rating was based solely 
on the voice stylistics and behaviors which were printed on the 
Scoring Assessment sheet and observed at the interview. 
Not only do Type A's have little insight into their behavior, 
many of them "even believe they lack the very qualities from which 
they already suffer a surfeit" (Rosenman, 1978). The consistency with 
which a trained interviewer observes this phenomenon continues to 
support some element of denial by the Type A individual. Though 
society rewards Type A behavior and reinforces it in many settings, 
it remains intriguing that the Type A continues to deny the behavior 
which he or she attributes to success. 
The responses to questions from the interviews suggest that 
Type A individuals, more than others, may have compartmentalized 
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self-definitions—what defines success at work is not consistent with 
other ideals of personal behavior. This compartmentalization will 
avoid contradictions between what the Type A thinks he is, or does, 
and how he does, in fact, appear to others. 
Furthermore, the corollary of this self-perception—that Type B’s 
give inaccurate representations of their behavior—does not seem 
apparent. To cite an example in this regard, the interviewer arrived 
15-minutes late for an appointment with one of the senior-most male 
officers in the sample. The officer warmly welcomed the interviewer, 
behaving oblivious to the delay. As the interviewer attempted to 
begin the SI, the officer engaged him in almost 25-minutes of casual, 
conceptual conversation. Finally, the interviewer became task- 
oriented and commenced the interview. After almost each question the 
officer took at_ least five seconds to begin his response; at times 
this "latency response" was thirty seconds. The content of the 
answers reflected this behavior; they were rambling, creative, often 
esoteric short monologues which he had obvious trouble in answering 
abruptly. When challenged, he never responded with Type A character. 
It came as no surprise when he was subsequently assessed as a NOT A^ 
and his Scoring Assessment rated him in the bottom quarter of the 
sample. 
These vignettes are also presented to illustrate the value of 
the Structured Interview over the Jenkins Activity Survey. Here, 
the Type A^ subject would have misrepresented a significant element 
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of his persona on the JAS, while the SI was able to capture it more 
accurately. 
Company Growth Rate 
Whereas other studies have reported occupational status and 
fast career development as correlates of Type A behavior, Howard, 
Cunningham, and Rechnitzer (1977) found that the percentage of 
study participants classified as exhibiting Type A behavior was 
related to company growth rate. Among 12 companies the percentage 
of Type A’s ranged from 50% to 76%. In those companies with the 
highest growth rates, 66% of the managers were classified by the SI 
as Type A; in companies with the lowest growth rates, the percentage 
was 56%. The relatively high number of Type A’s reported at The Bank 
could be explained by the exceptional growth rate which it experi¬ 
enced. Since rate of growth correlates directly with the number of 
Type A managers, one would expect an exceptional number of Type A’s 
at The Bank. In total, 47.5% of the sample is A^ but this does not 
consider the possibilities for A^?s which are not directly classi¬ 
fied. By converting the Scoring Assessment scores to A^, A^» and 
other scores, it would not be surprising to find a managerial 
population reaching 70% or more. Clearly, the growth rate at The 
Bank has influenced the rise of Type A’s. 
80 
Limitations of the Study 
The Type A Construct and its Management 
The focus of this research was to explore some potential deter¬ 
minants in the hiring and selection process of women for management 
positons. This study utilized a respected body of knowledge con¬ 
cerned with sex-role stereotyping which has been determined to be a 
major element in the hiring process of women. What distinguishes 
this study from general sex-role stereotyping is the construct of 
Type A behavior. The casual observer may conclude, as did Jenkins 
(1975), that the reward structures in business and industry often 
facilitate the rise of Type A’s to higher status positions. But it 
is also true that the competitive zeal and hard-driving qualities of 
Type A's need not translate into occupational success. The attainment 
of high socioeconomic status is not, in this regard, analogous to a 
simple foot race with the prize awarded to the fastest (Type A’s): 
many social structural variables are involved (Lipset and Bendix, 
1959). Therefore, Type A behavior was not utilized as a variable to 
predict occupational success, per se, but to determine whether it is 
one among different variables contributing to sex-role stereotyping 
in organizations. 
One aspect of the Type A syndrome that is potentially difficult 
for psychologists and other behavioral scientists to digest is its 
multivariate structure. Campbell’s (1972) discussion of 'entitativity 
(the degree to which something has the nature of an entity) is applic- 
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able to the notion of Type A behavior. With any construct, if it is 
not overdetermined, it may seem overly diffuse. To illustrate the 
idea of relative entitativity, Campbell offered the example of a 
"ball of adamant—unbreakable, immutable, homogenous as to substance 
and color" at one extreme and a crumbling clod of dirt at the other. 
In Gestalt terminology, the clod lacks a clearly defined boundary, 
completeness, and an acceptable figure. The behavior patterns 
designated Type A and B are thus somewhat fuzzy patterns, somewhat 
low in entitativity. Jenkins (1978) made a parallel remark, conceding 
that "we are not quite sure about the boundaries of this behavior 
pattern." 
Despite the distinction between Type A and Type B persons, and in 
reference to individuals as "Type A" or "Type B" the A-B variable was 
not intended to represent a typology but rather endpoints of a normal 
distribution. Many persons demonstrate mixed aspects of Type A 
behavior, perhaps depending to some extent on differential learning 
experiences and specific situational contingencies. As Glass (1977) 
noted. Type B’s will often display Type A characteristics, "but 
rarely in such exaggerated form." This point is further supported by 
Friedman and Rosenman (1974) who note that "most Americans are in fact 
either Type A or Type B, though in varying degrees." 
The position taken in this research is that the Coronary Prone 
Behavior Pattern is a behavioral syndrome and probably should not be 
identified as a type, other than in the routine description of sub¬ 
jects as A, or NOT A,. Such a distinction refines the notion of 
J 1 1 
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"Type A" in order to more clearly explain the parameters of CPBP. 
Furthermore, any overdetermination or adherence to mutually exclusive 
characteristics for Type A and B would detract from the utility of 
this construct in the research context. 
In this research, some features of the established methodology 
have been modified. Standard research procedures for the CPBP 
typically define the categorization as "Type A"/"Type B," or 
"A^, A^, X, B^> B^"; whereas in this study, subjects from the Global 
Assessment were categorized as A^ or NOT A^. The justification for 
not following tradition is two-fold. First, past studies have 
consistently found that the most physiologically impacted group is 
the A^. These are the individuals most prone to Coronary Heart 
Disease compared to A2's or Type B’s. Since "Type A" behavior is 
also associated with masculine-identified behaviors, it is concluded 
that A^ is the category which identifies not only the physiological 
dysfunctions but also includes the notion of sex-role stereotyping. 
A second rationale for utilizing the A^, NOT A^ categorization 
concerns the quality of information. The interviewer/evaluator is 
trained to assess all five gradations of the CPBP (A^, A^, X, B^* B^) 
but primary emphasis of the Global Assessment is placed on ferreting 
out the A^ subjects. In this context, it is believed that the 
reliability of the Global Assessment can be maximized if the 
categories are compressed to two from five. It would initially 
appear that an outcome of this decision would be the loss of informa¬ 
tion by reducing the results to a dichotomous nominal scale. The 
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loss is very real but it is compensated by the ratio-scale data 
extracted from the Scoring Assessments. 
The possibility of rejecting the hypothesis when it is true is 
greatly increased if the subjects (in "reality”) have clustered 
around the behavior type category. Given the chosen methodology, 
these A9’s would be "lost" since they would be categorized as NOT A^ 
which, in effect, relegates them to a behavior other than Type A in 
this study. Therefore, the consequence of such a stringent criteria 
for evaluation is very similar to choosing an exceptionally high 
confidence interval (e.g., .01) when performing tests of statistical 
significance. One may feel confident about the results but they may 
not represent the real world. 
Common to many studies using interviewing techniques, the inter¬ 
viewer's own biases or expectations of anticipated results may have 
affected the ratings. It is conceivable that this knowledge could 
unwittingly affect how one "hears" a female voice compared to a male 
voice. For example, did women seem to speak faster and with a louder 
voice because it was anticipated that they would? Did the interviewer 
present more "challenge" to the women than to the men? Were other 
stylistics of the interview conducted differently between men and 
women because the interviewer had knowledge of the hypothesis? In 
past studies, almost all medium-sized research projects concerning 
the CPBP (which utilize the Structured Interview over the Jenkins 
Activity Survey) employ interviewers who are knowledgeable of the 
Because the practice is prevalent is not justification hypothesis. 
84 
for condoning it. It does bring to light, however, the inherent 
limitations of this technique. It is very difficult to acquire a 
legitimately trained interviewer and independent evaluator who are 
both ignorant of the predicted results. Large scale projects avoid 
this problem by utilizing the JAS. Without the additional human and 
financial resources, conditions cannot be optimal. 
In order to reduce the effects of the interviewer’s bias. Scoring 
Assessment was used in addition to the Global Assessment. Short of 
the Jenkins Activity Survey, the Scoring Assessment is the most 
quantifiable, relatively objective format for measuring the CPBP. In 
the case of the JAS, an independent investigator may recalculate the 
scores. Similarly, for the SI, a trained independent evaluator can 
monitor the recorded tapes of each interview, score the Type A 
characteristics on the forms, and compare the "independent" scores to 
the original ones which this study is based on. The Scoring Assess¬ 
ment allows for the provision of a reliability check. 
Finally, the decision to utilize the Structured Interview over 
the Jenkins Activity Survey entails an indirect limitation. Although 
the Structured Interview is considered somewhat more valid, it has 
not generally been used in large-scale epidemiological studies which 
draw from cross-sections of the population. Because of this, it is 
often not possible to directly compare data of various surveys. JAS 
data is not broken down by dichotomous categories but is quantified 
on a ratio scale, often from 0 to 1, where 1 represents the most 
CPBP behavioral manifestations. Beyond this, identifiable categories 
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are not determined. 
The upshot of this limitation is the inability to compare pro¬ 
portions of male/female Type A's across various samples since there 
is a basic and serious incompatibility of data categories. This is 
unfortunate because this study's findings appear to uncover the 
existence of a subgroup of women who exhibit a disproportionate 
share of Type A behavior compared to their counterparts in the 
larger general population. With the incompatible data, additional 
statistical support for or against this finding is not possible. 
Organization Chosen for Analysis 
Two major strategies were available to select subjects for this 
study. One option was to randomly select male and female managers 
from various organizations. Although this provides a general view 
across organizations, it is fraught with many problems. This strategy 
could control for the plethora of uncontrollable variables by random 
selection, but to achieve a random population would require a far 
larger sample. Resources were unavailable to increase the sample to 
the extent required. 
A second strategy, and the one chosen, was to limit the sample 
to subjects employed at one organization. In this situation, controls 
could be placed on variables not germane to the hypothesis. Hier¬ 
archical levels could be compared and demographic information would 
be more meaningful when compared to the Coronary Prone Behavior 
The sacrifice, however, is the ability to generalize for Pattern. 
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organizations overall (generalizability). Do the trends found at 
The Bank parallel other organizations, other banks, or even other 
moderate-sized commercial banks in the New York area? These are 
questions of scope which can only be answered by more extensive 
research. The results from this endeavor can be safely generalized 
only to The Bank or perhaps, with reservations, very similar banks 
in the area. 
There is a special characteristic of The Bank which both enhances 
and qualifies aspects of this research. The Bank has witnessed a 
growth rate in excess of the rate experienced by other banks in the 
region. Part of this expansion was fueled by capital from the parent 
affiliate in its attempt to capture a larger share of the American 
market. In order to achieve this goal it acquired, in 1980 and 1981, 
13 branches from a major New York financial organization desirous of 
reducing its own investment in the retail sector. This decision was 
applauded by both organizations and the branches (in prime locations) 
were transferred to The Bank as turnkey operations, including all 
employees. Some of these employees are subjects of this study. On 
the one hand, it could be hypothesized that this adds greater gener¬ 
alizability to the results. Since the subjects did not all come from 
the same "source," they effectively represent a more varied sample. 
On the other hand, the acquisition of these branches prohibits some 
comparisons relative to tenure in the organization and career growth. 
When employees were asked for their length of tenure, the responses 
became distorted because some reported a time frame which overlapped 
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with the prior owner of a particular branch. 
A final comment concerning limitations centers around the 
willingness of organizations to participate in research of this 
nature. Private, profit-making organizations are extremely reluctant 
to allow independent researchers free access to managerial employees. 
They perceive the topic as very threatening and believe that the 
results will backfire and lower morale. This presents major problems 
in increasing the generalizability by increasing sample size across 
varied corporations and is further discussed in the final part of this 
chapter. 
Implications for Future Research 
Although the findings did not statistically support the major 
prediction of the study, they clearly showed that the executive 
women in the sample were different than the general population. It 
has been recognized from many large-scale studies that women who are 
Type A comprise a relatively small proportion of the general popula¬ 
tion. This study illustrates that the women who occupy managerial 
positions are, more often than not. Type A. Women in management, 
therefore, do not represent a true sampling of the general population. 
Indeed, considering both sexes, only 10% of the general population are 
assumed to be A^ (Rosenman and Chesney, 1980). 
It has been noted in Chapter II that Type A women do not flourish 
in traditional female roles. Do Type A women self-select themselves 
88 
into organizational careers or are they perceived by leaders to be 
the most appropriate and therefore selected or promoted based on a 
measure of compatibility? If Type A women do not aspire to tradi¬ 
tional female roles what do they aspire to? They have a high need 
for achievement which must be satisfied. Perhaps the not-Type A 
women who seek meaningful organizational careers do not become 
assimilated into the masculine managerial culture. When this 
assimilation or acceptance is incomplete they simply become 
relegated to the lower hierarchical levels or they become dis¬ 
illusioned with organizational life and drop out. No longer a part 
of the masculine world of organizations, they fall back on more 
traditional—and perhaps more acceptable—female roles. The Type A 
woman, however, perseveres in the masculine roles. Waldron et al. 
(1977) have proposed that since women in the 30-35 age category have 
a 90% probability of having at least one child and since fewer women 
have paid jobs, then, consequently, at these ages there may be a 
greater tendency for women who are not Type A to stay at home. The 
Type A behavior pattern would therefore be more predominant among 
those women who are still employed at ages 30-35. 
There may be two concurrent phenomena influencing the Type A 
woman manager: a self-induced motivation to prove her worth and 
satisfy her need for achievement for succeeding in the face of 
challenge and the acceptance by an overwhelmingly male decision¬ 
making structure which perceives the Type A woman as more similar 
to themselves than other women. The Type A woman has the fortitude 
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and drive to battle an array of explicit barriers; the Type B woman 
may not see these obstacles as appealing and choose other, more 
harmonious options for her life, or other arenas for achievement. 
Type A's perceive barriers as challenges while Type B’s see them as 
antagonistic and self-defeating. Type A women are not simply survi¬ 
vors, they are winners in the organizational game. 
Although she is winning at this game, she is doing so at a cost. 
The few women who enjoy high-status positions are often subjected to 
male-dominated policy-making and experience additional stresses and 
strain not felt by their male counterparts of the same organizational 
status (e.g., feelings of isolation, conflicting demands between 
career and marriage/family, and coping with prejudice and discrimina¬ 
tion). In addition to these factors, Davidson and Cooper (1980) have 
found that managerial women who are Type A perceive themselves as 
undergoing higher levels of stress than their Type B counterparts. 
Specifically, frustration, irritation and anxiety were the three 
psychological symptoms directly related to these women. 
Many factors may contribute to higher levels of perceived stress 
but one element which moderates stressors is the degree of social 
support which the role incumbent can rely upon. Social support is 
important to almost everyone, especially individuals encountering 
role issues which become stressors. In this regard, the data which 
reflects the rate of divorced or separated A^ women in the sample is 
cause for concern. A^ women were involved in broken marriages five 
times more frequently than any other group. The cell size is quite 
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small to make unequivocal generalizations but the rate appears 
consistent with indicators from related research. 
These findings may suggest that women considered their careers 
more important than their marriage, assuming that dichotomous alterna¬ 
tives existed. If this is true, who then provides the social support 
for these women who may have the strongest need for it? Spouses make 
a substantial contribution to social support. Many of the women 
are also mothers and may have custody of the child or children. 
Again, from where does the extra support come? 
Masculinity and Modern Management 
An element of the masculine culture presumes the characteristics 
of independence, autonomy, and the ability to "go it alone." Recent¬ 
ly, criticisms directed towards the style of American managers vis-a- 
vis their Japanese counterparts have accused the Americans of 
"inappropriate" characteristics. Specifically, the Japanese pride 
themselves on a strong interdependence with co-workers, facilitating 
a group effort where success of the group or team is a primary 
objective. Success on the individual level is far less important and 
inconsistent with the overall philosophy. The American managers 
allegedly pride themselves on effort by the individual, responsi¬ 
bility resting at the individual level, and rewards distributed at 
this level. 
This may not only reinforce the notion of American management 
as "masculine" but also suggests that A^ women may assume these 
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additional masculine traits as evidenced by their need for, but 
absence of, social support. Surely, this is an area requiring further 
investigation. 
Another significant finding deserving of further exploration is 
the strong tendency of Blacks and Hispanics to cluster into the 
NOT category. Two possible avenues of inquiry become apparent. 
First, from a psychophysiological and anthropological standpoint, 
there exist large gaps in our understanding of why Blacks and 
Hispanics do not tend to exhibit as much Type A behavior as their 
White counterparts. The Type A construct is considered to be 
universally generalizable in the context of predicting CHD. 
Countries with populations exhibiting low levels of Type A also 
experience a low level of CHD incidence. Yet, Blacks and Hispanics 
are certainly not below average in CHD incidence. Is there, perhaps, 
a unique Cardiac Prone Behavior Pattern for these groups? Does the 
CPBP have a low predictive value for CHD when utilized within these 
groups? 
More germane to this research is the issue of using the Type A 
construct to measure "masculinity" in Blacks and Hispanics. Cer¬ 
tainly, some members of these groups could be perceived as "macho" 
and it is believed that subcultures can reinforce this behavioral 
image in Blacks and Hispanics. In this sense, however, machismo 
does not equate with organizational masculinity. Machismo may be 
appropriate for a White male in the organization but inappropriate 
for a non-White male. The CPBP construct does not directly consider 
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machismo as a determining factor but only indirectly from the observa¬ 
tion of aggressive, competitive and hostile behaviors. Perhaps there 
is a discriminating factor working against the Black or Hispanic male 
where the expectations of him are quite different from those of White 
men. 
Black/Hispanic subjects in the sample represent a fair hier¬ 
archical cross section of officers at The Bank. Yet not one man 
(of six) was . It cannot be assumed that a prerequisite for them 
was to be NOT , but a phenomenon seems to be in process which 
determines a somewhat altered set of behavioral priorities. Further 
research should examine successful Black/Hispanic men who have 
successfully integrated themselves into '’White” organizations and it 
should strive to identify their personality and behavioral common¬ 
alities. Type A behavior is apparently not predictive of success in 
this group; it would be valuable to determine what is. 
Unlike the Black/Hispanic male is his female counterpart. 
Although each cell represents a very small sample, it does indicate 
that Type A behavior is not as foreign an attribute to the females. 
Perhaps organizations do not perceive them as Black/Hispanic then 
women, but as women first. As women, they would face the assimila¬ 
tion process vis-a-vis the masculinity-component. The two women in 
this group who exhibited A^ behavior are divorced and both have 
children. These women would predictably be faced with the maximum 
number of role stressors of any other group since they are: single 
mothers, corporate managers, women in a male organization, and 
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minorities in a White organization. In addition, they carry along 
with their attempt to cope the dysfunctional aspects of being a 
Type A: high levels of frustration, irritation and anxiety. Could 
there be a higher divorce rate for Blacks/Hispanic women managers 
because they exhibit some masculine traits through the CPBP and 
become threats to their husbands? This theory is supported by the 
findings that Type A women are found to marry men of lower occupa¬ 
tional status than themselves; Black/Hispanic men may have less 
tolerance for and become threatened by this imbalance. 
Summary of Implications 
The main hypothesis, that women would exhibit more Type A 
characteristics than their male counterparts at managerial levels, 
was not supported. On the one hand, the theory that women will 
exhibit their masculine-identified behaviors through Type A could 
be rejected since they did not exhibit these behaviors disproportion¬ 
ately to men. On the other hand, the behaviors were exhibited dis¬ 
proportionate to other women. This new information is enlightening 
but, as yet, inconclusive and requiring further investigation. 
If one is to assume that a greatly disproportionate share of 
women executives are Type A—compared to other women—one should 
be aware of the dysfunctional by-products. 
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First, the studies suggest that the Type A individual at work 
may: 
1) Experience time pressures because they under¬ 
estimate the time required to do tasks. 
2) Tend to work quickly and to show impatience 
and decreased work performance if forced to 
work quickly. 
3) Ignore, suppress, or deny physical or psycho¬ 
logical symptoms while working under pressure, 
and report symptoms only when the work is 
finished. 
4) Work harder and experience physiological arousal 
when a task is perceived as challenging. 
5) Along with hard-driving and competitive behaviors, 
express hostility and irritation in response to 
challenge or threat. 
6) Need to be in control of the immediate environment and 
that a lack of control may elicit a hostile, com¬ 
petitive Type A response. 
These findings further imply that the Type A behavior pattern 
probably affects team development and cohesiveness, planning and 
goal setting. 
Second, although one may perceive the Type A pattern as accept¬ 
able and appropriate for male executives and perhaps a prerequisite 
for women, there are still caveats. For example, forceful behavior 
in a man is seen as strong whereas the same behavior in a woman is 
seen as pushy, aggressive and even "bitchy." Stereotypic beliefs 
have a way of coloring what we see. In so doing, they maintain 
themselves, guarding against contradictory information. This puts 
the women at a damned-if-I-do, damned-if-I-don’t disadvantage; she 
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may attempt to act like one of the boys, but she will never be 
accepted and included as one of them. 
The sex-typing of jobs is very much a fact of life. Many jobs 
are seen as either predominantly masculine or predominantly feminine, 
entailing tasks that require skills and attributes associated pri¬ 
marily with one sex or the other. With some exceptions, the jobs 
that carry with them power, prestige, and authority in our culture 
are cast as male rather than female. Surely, a new cast is slowly 
being formed but it is unclear whether the new images will look 
significantly different. If Type A behavior is of equal or more 
importance to perspective female executives then conceivably they 
may be required to possess characteristics antithetical to those 
needed to do a job well. Future research should explore whether the 
CPBP correlates with performance evaluations; perhaps it is rewarded 
on a gestalt level yet manifests itself negatively in very specific 
managerial roles and functions. 
Finally, since evidence from this study suggests that women show 
relatively higher rate of Type A behavior at managerial levels com¬ 
pared to other women (Haynes et al., 1978), serious questions and 
concerns must be raised: 
1) If organizations acknowledge the need for 
cardiovascular health in their male executives, 
do they consider these same needs justifiable 
in their managerial women? 
2) Are organizations aware that Type A behavior is 
not an ideal state vis-a-vis the dysfunctional 
managerial behaviors which accompany it? 
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3) Are larger organizations developing a profile 
(for hiring and promotion purposes) of their 
female employees and, if so, do these profiles 
reflect many elements of the Type A construct? 
4) If organizations unconsciously do select women, 
in part, based on Type A characteristics is it 
important for them to consider that this group 
may be the most deficient with respect to social 
support? The Type A female manager may be a 
single parent, experience many conflicting role 
expectations, and continue to be left out of the 
"old boy network" which acts as a social support 
mechanism for men. Perhaps these organizations 
could establish a quasi-formal/informal "old girl 
network" to fill this void. 
Concerning the findings of Blacks/Hispanics being NOT A^: 
5) What criteria do organizations use to place Black 
and Hispanic men in managerial roles? Is there 
yet an additional behavioral dimension which can 
predict the inclusion of members from this group? 
Many questions and concerns have germinated from this research, 
perhaps more than the number of answers it has yielded. Predictions 
have directly suggested that organizations must now move into the 
human resources era: emphasizing and developing the human assets as 
well as the physical. If this comes to fruition, a more substantial 
investment will be made in existing and prospective executives. This 
investment must be protected through a more concerted, yet not 
paternal, interest in employee health issues. Surely, Type A behavior 
significantly moderates an employee's organizational stressors. In 
addition, as organizations assume new behavioral strategies, the 
negative effects of Type A will become even more pronounced and more 
dysfunctional. We may be selecting and developing managers now who 
will be inappropriate for the future. 
APPENDIX 1 
STRUCTURED INTERVIEW PROTOCOL 
"I would appreciate it if you would answer the following questions to 
the best of your ability. Your answers will be kept in the strictest 
confidence. Most of the questions are concerned with your superficial 
habits and none of them will embarrass you.” (Begin taping now.) 
Your code number is _. 
1. May I ask your age? 
2. What is your job here at  
(a) How long have you been in this type of work? 
+ 3. Are you SATISFIED with your job LEVEL? 
(a) Why? Why not? 
+ 4. Does your job carry HEAVY responsibility? 
(a) Is there any time when you feel particularly RUSHED or 
under PRESSURE? 
(b) When you are under PRESSURE does it bother you? 
+ 5. Would you describe yourself as a HARD-DRIVING, AMBITIOUS type 
of person in accomplishing the things you want, OR would you 
describe yourself as a relatively RELAXED and EASY-GOING 
person? 
(a) Are you married? 
(b) How would your (Husband)(Wife)(Friends) describe you in 
those terms—as HARD-DRIVING and AMBITIOUS or as relaxed 
and easy-going? 
(c) Has (he)(she)(they) ever asked you to slow down in your 
work? Speed up? 
(d) (If no) NEVER? 
+ Interruptions, including "meaningless question." 
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(e) How would She/He put it in Her/His OWN words? 
(f) Do you like to get things done as QUICKLY as possible? 
+ 6. When you get ANGRY or UPSET, do people around you know about 
it? 
(a) How do you show it? 
(b) Do you ever pound on your desk? Slam a door? Throw 
things? 
+ 7. Do you think you drive HARDER to ACCOMPLISH things than most 
of your associates? 
8. Do you take work home with you? 
(a) How often? 
(b) Do you REALLY do it? 
9. Do you have children? (If no children)(Have you ever played 
with small children?) With your children, when they were 
around the ages of 6 and 8, did you EVER play competitive 
games with them, like cards, checkers. Monopoly? 
(a) Did you ALWAYS allow them to WIN on PURPOSE? 
(b) Why or why not? 
10. When you play games with people YOUR OWN age, do you play for 
the FUN of it, or are you REALLY in there to WIN! 
11. Is there any COMPETITION in your job? 
(a) Do you enjoy this? 
* 12. When you are in your automobile, and there is a car in your 
lane going FAR TOO SLOWLY for you, what do you do about it? 
(a) Would you MUTTER and COMPLAIN to yourself? Honk your 
horn? Flash your lights? 
(b) Would anyone riding with you know that you were ANNOYED? 
+ Interruptions, including "meaningless question." 
* Challenges. 
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13. (DROP PENCIL) 
Most people who work, have to get up fairly early in the 
morning, in your particular case, uh-what-time-uh-do-you-uh, 
ordinarily uh-uh-uh-get-up? 
*14. If you make a DATE with someone for, oh, two o’clock in the 
afternoon, would you BE THERE on TIME? 
(a) Always? Never? Compulsive? 
(b) If you are kept waiting, do you RESENT it? 
(c) Would you SAY anything about it? 
(d) Why or why not? 
15. If you see someone doing a job rather SLOWLY and you KNOW that 
you could do it faster and better yourself, does it make you 
RESTLESS to watch him? 
(a) Would you be tempted to STEP IN AND DO IT yourself? 
(b) Have you ever done that? 
(c) What would you do if someone did that to you? 
16. Do you OFTEN do two things at THE SAME TIME—like reading while 
watching TV, shaving while taking a shower, writing or reading 
while talking on the telephone? 
(a) Never? Always? 
17. Do you OFTEN find that while you are listening to ONE thing 
you are also THINKING about something ELSE? 
(a) Never? Always? 
18. What IRRITATES you most about your work, or the people with whom 
you work? 
(a) Why is that so bad? 
19. Do you EAT rapidly? Do you WALK RAPIDLY? After you’ve 
FINISHED eating, do you like to sit around the table and 
chat, or do you like to GET UP AND GET GOING? 
* Challenges. 
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* 20. When you go out in the evening to a restaurant and you find 
eight or ten people WAITING AHEAD OF YOU for a table, will 
you wait? 
(a) Most of the time, how long will you wait? 
(b) What will you do while you are waiting? 
(c) Are you impatient while you are waiting? 
21. What would you do if you had made a reservation at a 
restaurant and upon arriving the hostess tells you that 
there will be a 20-minute wait? 
(a) What if after waiting 20 minutes the hostess says that 
it will be another 20 minutes? 
22. Would you EVER ask another person in a restaurant to stop 
smoking? 
(a) What would you say? How would you do it? 
(b) (If no) What if your companion asked you to ask a man 
smoking a cigar to stop? How would you do it? 
(c) If no. Why not? 
23. How do you feel about WAITING in lines—banklines, supermarket 
lines, post office lines? 
(a) How long would you wait? 
(b) What will you do while you are waiting? 
(c) Are you frustrated while waiting? 
*24. Do you ALWAYS feel anxious to GET ALONG and FINISH whatever you 
have to do? 
(a) Always? Never? 
23. Do you have the feeling that TIME is passing too RAPIDLY for 
you to ACCOMPLISH all the things that you THINK you should 
GET DONE in one day? 
(a) Do you OFTEN feel a sense of TIME URGENCY or TIME 
PRESSURE? 
* Challenges. 
26. Do you HURRY in doing most things? 
27. What is your favorite color? 
28. Do you exercise regularly? How? 
29. Where do you see yourself five years from now in this 
organization? 
30. Would you be interested in receiving some feedback about 
this interview at a later date? 
That completes the interview. Thank you very much. 




The Type A-l individual walks briskly. His face looks extra¬ 
ordinarily alert; that is, his eyes are very much alive, more quickly 
seeking to take in the situation at a glance. He may employ a tense, 
teeth-clenching, and jaw-grinding posture. His smile has a lateral 
extension rather than an oval, and his laughter is rarely a "belly- 
laugh." He tends to look you straight and quite unflinchingly in the 
eye. He frequently sits poised on the edge of a chair. He may 
stretch out his feet, cross them, or just keep them bent under his 
chair. 
Rarely do his hands hang limply, with fingers widely spaced. He 
is apt, whenever he is enthused about a subject, to gesture, and par¬ 
ticularly, to clench his fist. He will rarely clench his fist as you 
talk, only when he talks, and then particularly when enthused and 
excited or when angry and upset. He is apt to give you the impression 
that he is impatient, and even more, he may make you feel slightly 
uneasy in your own slowness when you are near him. This is a subtle 
point but it is very important. Whenever you feel that you are with a 
person who is harboring a fast "revolving series of motors and he 
produces a sensation in you that you must hurry the interview or 
*A11 profiles from Rosenman in Dembroski et al., 1980, pp. 61-66, 
and personal discussions. 
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If adroitly questioned, he will admit that he is possessed by 
a chronic sense of time urgency and he will express it perhaps like 
this: "Yes, I wish there were more time for me to do things, I 
always feel that there is not enough time." "I like to be in there 
pitching." "I like to get things done; no sense dilly-dallying 
around." "There is not enough time in the day." He will admit that 
he hates to wait in a line. In fact, he will avoid banks, restau¬ 
rants, and supermarkets or other places where he knows he will have 
to wait in line. The Type A-l will often reveal his competitive 
attitude in remarks about his work: "If you are not moving up in 
the business world, you are moving down," is the way one Type A-l 
expressed it. 
He hates to lose any sort of contest, even with his own children. 
"When I play a game, I play to win," and then he might add, "Isn’t 
that what a game is for?" He does not like to do routine things 
around the house, like cleaning dishes, mopping floors, cleaning, 
etc. He usually does not like to garden. In short, anything that 
does not appear to be a worthwhile achievement leaves him cold. 
He frequently will attempt to indulge in "polyhedral, multi- 
phasic thinking." That is, he may be forced to talk to someone about 
a subject that he thinks is trivial or irrelevant, and then he will 
pay lip service to this conversation, whereas he is still attempting 
to carry on his own thinking about another subject. He certainly 
likes people to come to the point quickly and he may encouraged 
others, especially family members, to do so. 
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process you are engaged in, you probably are dealing with an "A" 
person. One of the ways he gives the interviewer this impression is 
his frequent habits of trying to hurry your questions, explanations, 
etc., by saying, "Yes, yes" almost before you finish your sentences 
or other expressions such as "I see, I see," "Mmm," "Right, right." 
He may squirm or move about if you talk too slowly for him or tap 
fingers on legs or desk with impatience. 
His speech is not necessarily fast, but often may carry explo¬ 
sive intonations and it accelerates in longer sentences. He tends 
to put punch in key words of a sentence. He never whines, rarely 
talks in a whisper and rarely pauses in the middle of sentences. If 
he begins to talk about a subject that interests him, and if he is 
interrupted, usually he will bring the conversation back to the 
subject that interested him or where he was talking when he was 
interrupted. 
To return to his face, very often (particularly in laborers, 
truck drivers, plumbers, etc.) one senses that there is a set type 
of hostility in the face, mostly evidenced by the eyes. However, 
one never feels that one is looking at a "wistful" face. 
Rarely will he dally about after an interview. He may ask 
several pointed questions, and sometimes leave before you have 
answered him. He really does not often hear you if you speak of 
subjects that have no bearing on his way of life or of interest to 
him. 
Summary of Characteristics 
After many years of a competitive, driving, unending quest for 
constantly receding goals, the Type A-l subject exhibits mannerisms 
and various motor actions that very often allow him to be identified. 
Outstanding motor and behavioral characteristics of the Type A-l 
include: 
1. A general expression of vigor and energy, 
alertness, and confidence. 
2. A firm handshake and brisk walking pace. 
3. Loud and/or vigorous voice. 
4. Terse speech, abbreviated responses. 
5. Clipped speech (a failure to pronounce the 
ending sounds of words). 
6. Rapid speech and acceleration of speech at 
the end of a longer sentence. 
7. Explosive speech (speech punctuated with 
certain words spoken emphatically and this 
is established as the speaker’s general 
pattern) that may contain swear words. 
8. Interrupting by frequent rapid responses 
given before another speaker has completed 
his question or statement. 
9. Speech hurrying in the form of saying "yes, 
yes," or "mm, mm," or "right, right" or by 
nodding his head in assent while another 
person speaks. 
10. Vehement reactions to questions relating to 
impedance of time-progress (i.e., driving 
slowly, waiting in lines). 
11. Use of clenched fist or pointing his finger 
at you to emphasize verbalizations. 
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12. Frequent sighing especially related to questions 
about work. It is important to differentiate 
this from the sighs of a depressed person. 
13. Hostility directed at the interviewer or at the 
topics of the interview. 
14. Frequent, abrupt and emphatic one-word responses 
to your questions. (i.e.. Yes! Never! Definitely! 
Absolutely!). 
Type A-2 
All persons with behavior pattern A are not excessively aggres¬ 
sive, competitive, achievement-oriented individuals. There must be 
many persons who happen to be conscientious and presented by an 
environment that demands incessant haste, hurry, and acceleration. 
For example, a conscientious telegrapher, television technician, 
switchboard operator, etc., might not originally have been a Type A 
person, but the environment, demanding as it is with a constant need 
of activity under time duress, made him into an A type. It is possi¬ 
ble that this is the origin of the less overt, less exaggerated 
A type behavior pattern designated Type A-2. You can visualize that 
a relaxed, basically Type B personality becomes Type A if the 
individual works on an assembly line, is paid on the basis of "piece 
work," or drives a taxi cab in modern urban environments. 
Summary of Characteristics 
1. A general impression of some vigor and energy, but 
not excessive as in an A-l person. 
2. A firm handshake and a fairly brisk walking pace 
but without severe impatience. 
3. Subdued, average, or loud voice quality usually 
varying from one volume level to another through¬ 
out the course of a conversation but not consis¬ 
tently. 
4. Usually rather brief responses to questions, but 
not terse, abrupt, or one-word answers. 
5. Clipped speech occasionally in evidence. 
6. Rapid speech or accelerating speech sometimes in 
evidence, especially in longer sentence answers. 
7. Explosive speech in some responses. 
8. Interrupting in some responses to interviewer’s 
questions. 
9. Speech hurrying in the form of Myes, yes," or 
"m-m-m," or "right, right" or nodding the head 
in assent usually occurs but not consistently. 
10. Occasional vehement reactions to questions 
relating to impedance, of time progress. 
11. Rare use of the clenched fist or pointing finger 
gesture. 
12. Occasional sighing. 
13. Very infrequently hostility directed at the 
interviewer or the topics of the questions; 
however, subject dislikes waiting lines or 
being held up in traffic. 
14. Occasional abrupt and emphatic one-word responses 
(such as Yes! Definitely! Absolutely!). 
Type B 
The Type B person cannot be adequately described as the anti 
thesis of the Type A person because the Type B individual exhibit 
all or some of the same traits, but not in the exaggerated manner 
that is so common to the Type A subject. Nor do we find in the 
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Type B person the cluster of these exaggerated characteristics 
exhibited simultaneously as is so often observed in the Type A indi¬ 
vidual. By way of analogy, if the Type B person were thought of as 
having a "normal body temperature," then the Type A is the one who 
has a "fever." The Type B person is not involved in a chronic 
struggle against time although he may occasionally feel some time 
pressure. He is not overly competitive, and while he may espouse 
certain ambitions, he pursues his goals in a relatively non-aggres¬ 
sive way. 
A true "B" is one who from earliest days never cared to compete 
excessively or to run a race with time. Of course, he might have 
been a good student and even a superb thinker. He might work long 
hours and be very conscientious but usually he does not feel the 
need to compress events in time and get more done "each day." 
Unlike the "A," the "B" person feels that there is time enough each 
day to do those things he wishes to do. He cuts a smaller piece of 
the pie of life. He is not apt to relinquish vacations or take up 
night school studies for his advancement. He is often very satisfied 
with his status, both economic and social. He never makes one think 
of the sharply discharged arrow. He ambles along; he does not run. 




The face of the Type B person is relaxed in expression, lacks 
muscle rigidity and with relaxed lips. His smile is apt to be 
broader and his mouth forms roundedness when he laughs. He may have 
an intelligent face; no hostility is seen. 
He usually tends to relax by sitting well back in a chair. You 
have the idea he is sitting in the chair to remain there and does 
not seem to regard it as a laughing pad or pierced with small nails. 
His hands usually hang loosely, fingers outstretched; he never 
clenches his fist. He will shake your hand relatively gently, 
although in nervousness, he may shake it frequently and rapidly. 
He will not give you the idea that he is impatient. You have 
the impression that you yourself can relax with him. He will rarely 
attempt to finish your sentences by ad libbing, "yes, yes," or 
"m-m-m" before you finish your sentences. 
His speech is not fast, but not necessarily too slow. But he 
may hesitate at the start of an answer or in the middle of a sentence 
to think before he finishes the sentence. One has the impression that 
he is not indulging in stereotyped, machine-gun-paced responses. He 
does not punch through various words of a sentence. He may or may 
not whine; he may speak rather softly or he may not. If he begins 
to talk about a subject that interests him and you purposely inter¬ 
rupt, he rarely returns to the original subject of his own volition. 
He may admit that he occasionally feels a sense of time urgency, 
but without excessive vehemence or explosive speech. He has no guilt 
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feelings about nonachievement-oriented activities. He does not enjoy 
working under deadlines or having to accelerate his pace of work. He 
will laugh and say something like, "After all, it's just a game, I 
like companionship or the fun of hitting the ball, I don't care about 
winning or the score." He is apt to do more routine things around 
the house, apt to garden more, to have hobbies that carry no great 
goal or purpose. He does not mind if someone takes a long time to 
come to the point, but sits back and waits it out. 
His work record will not be particularly distinguished if he is 
a laborer, but if he is high echelon, his ability to sit back and 
think and to delegate may have moved him along very high in corporate 
status. Many top executives, for example, are Type B. 
He tends to linger after the interview is over, and may have to 
be told "that is all." He may question you about the project, seem 
to be quite interested in various facets of it, and may even make 
suggestions. If you speak to him of things that interest you per¬ 
sonally, you will usually find him interested, too. He seems to hear 
and understand you. 
Summary of Characteristics 
While the Type E occurs in varying degrees, there is no necessity 
for our purposes to calculate this degree, and thus, a preponderance 
of Type 3 characteristics assign a person to the B category. Out¬ 
standing motor and behavioral characteristics of the Type B include: 
1. A general expression of relaxation, calm and 
quiet attentiveness. 
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2. A gentle handshake and a moderate to slow 
walking pace. 
3. A mellow voice usually low in volume. 
4. Lengthy, rambling responses. 
5. No evidence of clipped speech. 
6. Slow to moderate pacing of verbal responses. 
No acceleration at the end of a sentence. 
7. Minimum inflection in general speech, almost 
a monotone with no explosive quality. 
8. Rarely interrupts another speaker. 
9. No speech hurrying. 
10. No vehement reactions to questions related to 
impedance of making progress with utilization 
of time. 
11. Never uses the clenched fist or the pointing 
finger gesture to emphasize his speech. 
12. Rarely sighs unless is "hyperventilating" 
and showing nervous anxiety. 
13. Hostility is rarely, if ever, observed. 
14. An absence of emphatic, one-word responses. 
Type X 
Occasionally, an individual is observed who exhibits almost 
equally some of the characteristics that are attributed to both the 
Type A and Type B patterns. This phenomenon exemplifies the fact 
that all people are not easily categorized as Type A or Type B. 
The Type X continues to be an unrelieved compromise in the assess¬ 
ment of the behavior pattern. The important point is that the 
Type X (whatever may have caused his "blended" response pattern) 
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is not a true or pure Type A or Type B. 
The Type X behavior pattern occurs seldom in comparison to the 
A and B types (about 10% or less of the population). If a prepon¬ 
derance of A pattern characteristics exist, then the subject is 
rated A; if a preponderance of B characteristics are observed, the 
subject is rated B. Only when the distribution is so nearly equal 
that the subject cannot be categorized as really being Type A or 
Type B should the subject be rated as Type X. 
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APPENDIX 3 
SOLICITATION LETTER TO THE BANK 
Inter-office memorandum] 
TO*_ DATE_ 
FROM* k »_ 
SUBJECT*  Research Study On Stress 
r 
Stress has become one of the Best serious medical concerns in recent 
years. We read about it weekly in the newspapers, watch television 
documentaries enlightening os of its dangers, and Best of us ccsplain 
about it. 
has been asked to participate as one of the surveyed cor¬ 
porations for an important university study which will investigate 
sene aspects of work and personal stress. The research project is 
being headed by Professor Mark Lipton of the Sew School for Social 
Research, and I as encouraging all of you to consider participating in 
this study. Your tiae coesitaent is only ten minutes for a very short, 
highly confidential and non-threatening interview conducted by a Ber¬ 
ber of the research teas at the Bank in a private setting. 
This study will not only add to the growing knowledge of the effect 
of stress on ourselves and organizations in general, but Professor 
Liptcn has agreed to give valuable feedback to those individuals who 
are assessed as being in a "high risk" group. This counseling will 
take place after the research is collated and it should prove to be 
quite helpful to these of you assessed as being in this category. 
As I previously stentioned, this research is ccspletely independent 
of and all of the information will be handled by Professor 
Lipton and his staff. So one at the Bank will have any knowledge of 
who participates and, therefore, no knowledge of any individual 
responses. There are no medical tests or written questionnaires) you 
will be asked only ten minutes worth of questions which are not at all 
prying. 
I believe this study can benefit us in two ways. First, we will 
receive only the susiary results of all the participants, bet this 
will help us to becose sore effective at minimizing and dealing with 
sources of stress which are part of our worklives. Secondly, those 
of you who do participate will avail yourselves of a fascinating 
opportunity to learn soae new things about yourself. This will hope¬ 





Research Study On Stress - 2 - 
If you are interested in participating, but you have some questions, 
please call Professor Lipton directly at (212) 741-7756. If you 
would like to participate, you must fill out the coupon below and re¬ 
turn it in the enclosed postage-paid envelope to the New School 
within the next three days. A research staffperson will contact you 
shortly after and ask you a few eligibility questions. 







I would like to participate in the Stress Research Study. I under 
stand that my name and the results of my interview will be held in 
strict confidence. 
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